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ABSTRACT 
 The major objective of this study was to investigate if there was any influence of 
organizational culture strength of the Main Contractors to the culture differences 
between the Main Contractors and the Sub-contractors. 
 
 After an overview of the construction industry in Hong Kong and an extensive 
review of literatures, the Values and Practices were adopted in this study to investigate 
the culture differences between the Main Contractors and the Sub-contractors. A 
survey instrument was prepared for data collection about the Values, Practices and 
organizational culture strength of the Main Contractors and the Sub-contractors. The 
data was collected from four Main Contractors and eight Sub-contractors. In the result 
and analysis, reliability of the questions was checked firstly. Afterwards, T-test was 
used to determine the organizational culture strength of the Main Contractors and the 
differences of the organizational cultures between the Main Contractors and the 
Sub-contractors. Simple regression and correlation analysis were used to examine the 
relationship between the organizational culture strength and the culture differences. 
 
 It was found that the Values and Practices were not significant differences 
between the Main Contractors and the Sub-contractors for building construction when 
 iii
the organizational culture strength of the Main Contractors was strong. There was also 
a significant linear relationship and between the organizational culture strength and 
the culture differences in terms of the Values and Practices such that decreasing value 
of organizational culture strength (increase of the strength) of the Main Contractors 
results in minimizing the culture differences between the Main Contractors and the 
Sub-contractors for building construction. However, these relationships were not 
found between the Main Contractors and the Sub-contractors for building services.  
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CHAPTER 1 
INTRODUCTION 
 
1.1 Introduction 
Many researchers suggest that strong organizational culture is an important 
factor to determine the success of organization. For instance, Peters and Waterman 
(1982) and Deal and Kennedy (1982) asserts that strong culture is the driving force 
behind continued success in American business. Deal and Kennedy (1982) attributes 
the success of Japan to the continuing ability to maintain a very strong and cohesive 
culture throughout the entire country. The scholars also find that the degree of 
influence of shared values within an organization significantly affects the job 
satisfaction and commitment of employees to the organization (Deal and Kennedy 
1982, Louis 1983, Pettigrew 1979, Ouchi 1981). Most of the researchers believe that 
organizational culture is a powerful tool to manage the organization.  
 
However, it seems that organizational culture is still not widely utilized in the 
construction industry in Hong Kong. Some major Main Contractors have developed 
their own organizational cultures such as Gammon Skanska, Shui On Group etc. but 
some contractors do not put much emphasis on it. Especially for the Sub-contractors, 
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their organizational cultures are usually rather weak. In practice, most of the Main 
Contractors have to subcontract the works to different small Sub-contractors. Since 
the organizational cultures of the Main Contractors may be markedly different from 
that of the Sub-contractors, it may lead to poor cooperation and some construction 
disputes between them. It may further cause to poor job performance of the 
Sub-contractors. It is definitely nothing good for both parties. If the organizational 
cultures of the Main Contractors can be fully or partly passed to the Sub-contractors, 
the number of disputes may be reduced because of their similar cultures. It must be 
beneficial for the management, control and supervision of the Main Contractors.  
 
In Hong Kong, there are total 270 approved contractors for public works.1 This 
number excludes the contractors which tender the private works. In fact, the number 
of Sub-contractors is even much more than the number of Main Contractors. As it is 
observed that there are many different types and levels of contractors in the 
construction industry in Hong Kong, it is worth investigating the influence of 
organizational culture of Main Contractor to organizational culture of Sub-contractor. 
It aims to raise the awareness of the Main Contractors to develop their own 
appropriate organizational cultures. 
                                                 
1 Environment, Transport and Works Bureau (2003). Available from: 
http://www.etwb.gov.hk/consultants_and_contractors/contractors/approve_contractors/index.aspx?lang
no=1&lstcategory=All&lstclass=All&lstgroup=All&nodeid=622 
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1.2 Objectives 
Up till now, the mutual relationship of organizational culture between the Main 
Contractors and the Sub-contractors has been very scarcely studied. As strong 
organizational culture is believed by many researchers as a key of success of 
organization, the objectives of this study are to: 
 
1. Investigate the power of strong organizational culture of the Main Contractors to 
the Sub-contractors. 
2. Examine the influence of the organizational culture strength of the Main 
Contractors to the culture differences between the Main Contractors and the 
Sub-contractors. 
3. Examine whether the Main Contractors’ organizational cultures can be passed to 
the Sub-contractors and “localized” (Barnes, 1993) to be the Sub-contractors’ 
organizational cultures. 
 
The ultimate goal is to encourage the Main Contractors to develop strong 
organizational cultures and localize them to be the Sub-contractors’ organizational 
cultures. Apart from reducing the number of disputes because of their similar 
organizational cultures, it may enhance the performance of Sub-contractors as well if 
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the organizational cultures of the Sub-contractors are strong too after the 
“localization” of the strong organizational cultures of the Main Contractors. 
 
1.3 Structure of this Dissertation 
After the introduction of this research, the dissertation is organized into six parts 
in the following. Chapter 2 is an overview of the construction industry in Hong Kong. 
The practices of the Main Contractors and the Sub-contractors are discussed. The 
literatures related to organizational culture, cultural dimensions and organizational 
culture strength are reviewed in Chapter 3. Afterwards, the research rationale and 
hypotheses are presented in Chapter 4. Then, Chapter 5 describes the methodology 
used in this study in detail. The quantitative method was selected as the best approach 
in this study. Next, the research results are shown in Chapter 6. The major findings are 
analyzed and discussed in this chapter. Finally, conclusions are drawn and 
recommendations are made for further research.
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                              CHAPTER 2 
AN OVERVIEW OF THE CONSTRUCTION INDUSTRY  
IN HONG KONG 
 
2.1 Introduction 
The construction industry is a rather complicated industry in Hong Kong. An 
overview of the construction industry is briefly discussed. The practices of the Main 
Contractors and the Sub-contractors are investigated and their operating 
characteristics are outlined in this chapter. 
 
2.2 An Overview of the Construction Industry 
The construction industry in Hong Kong has been identified as a high priority 
market primarily because of the large annual housing output, the large amount of 
infrastructure works being developed and the ease of entrance to the market. Many 
large projects underway include the Hong Kong Disneyland with hotels, theme parks, 
the Cyberport project aiming to enhance Hong Kong as the region's premier IT hub, 
the Hong Kong Science Park, the Southeast Kowloon Development etc.  
 
Actually, the market of construction industry is very broad in Hong Kong which 
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can be categorized in building, civil engineering and maintenance and repair. In every 
project, it would not exist without clients. Rowlinson and Walker (1995) mention that 
it is important to understand this term (client) because they provide money to produce 
construction works. Every company and public authority and even every individual 
could be a client of a project. The government is the single largest client of the 
construction industry who is responsible for all buildings for public services. The 
developers are the dominant force in private sector. 
 
In a construction project, client has to employ at least one contractor to produce 
construction works. The government maintains a list of contractors approved for 
government projects. It categorizes the contractors into five groups: Building, Port 
Works, Road and Drainage, Site Formation and Waterworks. Contractors are also 
classified as Group A, B or C depending on their experience and financial status. All 
newly registered contractors normally must start in Group A except major overseas 
contractors to tender for large projects provided that the overseas contractors are 
prepared to establish some forms of local representation. The construction works are 
usually tendered by competition or negotiation by the Main Contractors. Contract 
documents are required whether selection of a contractor is by competition and 
negotiation, since the information provided is necessary for contractors to calculate 
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the costs of labour, material, plant, overheads and profit required in preparing their 
total bid. 
 
After tendering, it is very common to subcontract the works to different 
Sub-contractors during construction period. The Sub-contractors can be classified into 
two types – nominated Sub-contractors and domestic Sub-contractors. In the case of 
nominated Sub-contractors, the client instructs the Main Contractor which 
Sub-contractors to be appointed to undertake specific parts of the project. Nomination 
is usually used for major specialist elements of the project such as the electrical 
installation and elevators. Tendering for nominated subcontract works is arranged by 
the consultants using procedures similar to those used to appoint the Main Contractor, 
but the appointment is made by the Main Contractor. The contract is therefore 
between the Main Contractor and the nominated Sub-contractors. Another type is 
domestic Sub-contractor which helps to carry out the works in construction site. They 
are not appointed on the instruction of the client, but through the decision of the Main 
Contractor. The form of contract between the Main Contractors and their domestic 
Sub-contractors can vary enormously from a verbal contract with nothing in writing, 
through the exchange of letters, to a contract. 
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There are total 141,079 persons directly engaged in the construction industry in 
Hong Kong in 2001.2 As there is no barrier to entry to the construction industry, 
anyone can set up a contracting business simply by registering with the Company 
Registrar. Small and large firms do not compete with each other normally since they 
target different markets. They are complementary actually because larger firms often 
sub-contract work to different smaller specific firms. However, there are barriers to 
the growth of smaller firms because the selective tendering system is commonly used 
in both the private and public sector. In order to survive in the construction industry, 
the Sub-contractors usually avoid arguments with the Main Contractors.  
 
2.3 The Practices of Main Contractors and Sub-contractors 
The working practices of Main Contractors and Sub-contractors are constructed 
from operationalizing the values and underlying assumptions of members within the 
organizations. Simply, the practices are the traditions, customs, habits, ways and 
styles of working of most of staff in the organization or the project site. 
 
When a construction company as a Main Contractor is awarded a construction 
project, it will not normally contract directly with the workers due to the involved 
                                                 
2 Census and Statistics Department (2004). Available from: 
http://www.info.gov.hk/censtatd/eng/press/annual_survey/bcre/bcre2001_t1_index.html 
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search costs, negotiation costs, costs of directing a large number of workers etc. 
Instead, the Main Contractor will employ a large number of smaller firms to carry out 
a large part of the contract. These firms are called second level Sub-contractors. 
Examples of work packages of second level Sub-contractors are “excavation”, 
“formworking”, “concreting”, “plumbing” etc. which are usually discrete and easily 
identifiable. They may further categorize their tasks into smaller parts. For example, 
the “steel blending” task is divided into “cutting” and “delivering” to third level 
Sub-contractors. The third level Sub-contractors would also pass on some of their 
works to fourth level Sub-contractors. The fourth level Sub-contractors may then 
subcontract to a fifth and so on. This unique way of multi-level subcontracting is the 
common practice in the construction industry in Hong Kong. 
 
 Under the multi-level subcontracting system, the role of Main Contractors is that 
of coordinating, supervising and managing the Sub-contractors. The Main Contractors 
should follow the instructions of Architects and clients. They have to coordinate and 
manage many different Sub-contractors in the site. Foremen are employed by the 
Main Contractors to supervise the staff of the Sub-contractors in the site. The number 
of foremen required depends on the size and complexity of project. The Main 
Contractor also bears the risk of non-performance by the Sub-contractors as the 
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contract between the Main Contractor and the client is normally much more formal. In 
addition, the Main Contractors sometimes also provide information on the sources, 
quality and prices of the resources such as construction labour and material. The Main 
Contractor therefore acts as an agent, risk taker and to a lesser extent financier of the 
project. 
 
 The subcontracting work is usually a discrete and easily identifiable package of 
tasks. For example, the tasks of excavation, formworking, steel bending are 
subcontracted in whole to three different second level Sub-contractors. It aims to 
minimize the cost of delineating the rights and responsibilities of the contracting 
parties. Similar to the Main Contractor, the second level Sub-contractors will be paid 
according to their progress and therefore have an incentive to work fast so as to get 
paid earlier. In Hong Kong, the contractual relationship between the Main Contractors 
and the Sub-contractors is usually informal and relies on ‘trust’ or ‘goodwill’ of the 
respective parties. However, in practice, the Sub-contractors normally have a long 
term relationship with the Main Contractors in order to keep the stable revenue.  
 
 When the second level Sub-contractors contract with the third level 
Sub-contractors, the second level Sub-contractors will usually bear the cost of 
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construction materials while the third level Sub-contractors bear the labour cost only. 
Lai and Yu (2002) describe that this kind of labour only Sub-contractors are called 
“gang”, who work in the form of partnerships. All gang members are partners who 
share the rewards for the work done by the group. In practice, they are paid according 
to the level of output. Therefore, they have the incentive to work hard and for longer 
hours. 
 
 In short, the Main Contractors coordinate, supervise and manage the 
Sub-contractors to work in the site. As the roles of the Main Contractors and the 
Sub-contractors are different, the practices of them are of course not the same. When 
the organizations with different organizational cultures cooperate and work together, 
some disputes are inevitable to be produced. If the Main Contractors’ organizational 
cultures can be passed to the Sub-contractors and “localized” to be the 
Sub-contractors’ organizational cultures, it may be contributed to the smoothness of 
construction progress and cooperation between the Main Contractors and the 
Sub-contractors during the construction period. 
 
 12
CHAPTER 3 
LITERATURE REVIEW 
 
3.1 Introduction 
  This chapter deals with the literatures on the aspects of organizational culture. 
First, the literatures about culture are briefly discussed, and then the nature, elements 
and levels of organizational culture are extensively reviewed. Next, two basic 
approaches of studying organizational culture, the cultural types and cultural 
dimensions, are explicated. Finally, the importance of organizational culture strength 
is investigated. 
 
3.2 Culture 
 Culture has been defined by many researchers in many different ways. Spradley 
and McCurdy (1975) simply defined culture as “the acquired knowledge people use to 
interpret experience and generate social behavior.”3 Becker and Geer (1970) treated 
culture as a set of common understanding express in language. Pettigrew (1979) 
defined that culture is “the system of such publicly and collectively accepted 
meanings operating for a given group of people at a given time.”4 He believes that 
                                                 
3 Spradley and McCurdy (1975), p.5 
4 Pettigrew (1979) p.574 
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culture is the source of a family of concepts. The offsprings of the concept of culture 
are the elements including symbol, language, ideology, belief, ritual, and myth which 
will be discussed later. 
 
One well-known definition made by Kluckhohn5 runs as follows: 
“Culture consists in patterned ways of thinking, feeling and reacting, acquired 
and transmitted mainly by symbols, constituting and the distinctive achievements 
of human groups, including their embodiments in artifacts the essential core of 
culture consists of traditional (i.e. historically derived and selected) ideas and 
especially for their attached values.” 
 
Hofstede (2001) provides a shorthand definition by treating culture as the 
collective programming of the mind that distinguishes the members of one group or 
category of people from another. The meaning of “mind” stands for thinking, feeling 
and acting, with consequences for beliefs, attitudes, and skills.  
 
 Schein (1992) tried to define the culture of a group as6: 
“A pattern of shared basic assumptions that the group learned as it solved its 
                                                 
5 Kluckhohn (1951), p.86 
6 Schein (1992), p. 12 
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problems of external adaptation and internal integration, that has worked well 
enough to be considered valid and, therefore, to be taught to new members as the 
correct way to perceive, think, and feel in relation to those problems.” 
 
Schein (1992) maintains that culture is not only something shared but deep and 
stable. It will be most useful concept but we must avoid the superficial definitions and 
models of culture. We have to build on the deeper models to understand the hidden 
and complex aspects of organizational culture.  
 
Deal and Kennedy (1982) quoted the definition of culture from Webster’s New 
Collegiate Dictionary:7 
“The integrated pattern of human behavior that includes thought, speech, action, 
and artifacts and depends on man’s capacity for learning and transmitting 
knowledge to succeeding generations.” 
 
From these definitions of culture, it can be concluded that culture is (1) historical, 
(2) learned and transmitted, (3) the integrated pattern of human behavior that includes 
thinking, feeling and acting with consequences for beliefs, symbols etc., (4) a 
                                                 
7 Deal and Kennedy (1982), p.4 
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collective meaning for a given group. 
 
3.3 Organizational Culture 
 This topic was widely discussed in the past few decades but only limited results 
were yielded. Although the organizational culture seems occult and complex, many 
researchers tried to link this powerful tool to different aspects in organizational 
management.  
 
 Schein (1984) made a formal definition of organizational culture which is a 
further development of his definition of culture8: 
“Organizational culture is the pattern of basic assumptions that a given group has 
invented, discovered, or developed, in learning to cope with its problems of 
external adaptation and internal integration, and that has worked well enough to 
be considered valid, and therefore, to be taught to new members is the correct 
way to perceive, think, and feel in relation to these problems.” 
 
 In line with the definition of culture of Hofstede (2001), organizational cultures 
are the collective programming of the mind that distinguishes the members of one 
                                                 
8 Schein (1984), p. 3 
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organization from another. Although there is no consensus about the definition of 
organizational culture, he believed that most authors will agree that organizational 
cultures are holistic, historically influenced, related to anthropological concepts, 
socially constructed, soft, and relatively stable.   
 
 Louis (1983) defined organizational culture as a set of understanding or 
meanings shared by a group of people. The meanings are largely tacit among 
members and passed on to new group members.  
 
 Ott explained that organizational culture is:9 
“a social force that controls the patterns of organizational behavior by shaping 
members cognitions and perceptions of meanings, realities, providing energy for 
mobilization and identifying who belongs an who does not”. 
 
 From the above meanings of organizational culture, it can be concluded that 
organizational culture generally is a set of meanings and understandings shared by the 
members of an organization. It can be passed on and learned by the new members. It 
can also control the organizational behavior such as thinking, feeling and acting. 
                                                 
9 Ott (1989), p.69 
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 The terms ‘climate’ and ‘culture’ were sometimes used interchangeably, but 
Hofstede (2001) concludes that the difference can be recognized across the literature. 
(1) Climate derived from social psychology but culture is from anthropology. (2) 
Climate is more closely linked with individual motivation and behavior than culture, 
which resides entirely at the organizational level. (3) The most important difference is 
that climate can be seen as a subset of culture but not vice versa. Anyway, the purpose 
of this study is not arguing the definitions of “culture” and “climate”. In this study, the 
meaning of organizational culture is based upon the work of Hofstede et al. (1990) 
and Hofstede (2001). 
 
3.4 Elements of Organizational Culture 
Some scholars tried to make the concept of organizational culture clearer by 
identifying the elements. Pettigrew (1979) classifies the organizational culture into six 
elements which are (1) Symbols: They are the objects, acts, relationships, or linguistic 
formations that stand ambiguously for a multiplicity of meanings, evoke emotions, 
and impel men to action (Abner Cohen 1974), (2) Language: It is the system of vocal 
signs to typify and stabilize experience and integrate those experiences into a 
meaningful whole (Berger and Luckman 1966), (3) Ideology and Beliefs: According 
to Wilson (1973), ideology is a set of beliefs about the social world which mobilizes 
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consciousness and action by connecting social burdens with general ethical principles, 
(4) Ritual: Bocock (1974) defined ritual as the symbolic use of bodily movement and 
gesture in a social situation to express and articulate meaning. Ritual may provide a 
shared experience of belonging and express and reinforce what is valued. (5) Myth: 
Leach (1954) views myth as a weapon deployed by individuals and ideological 
groupings to justify public and private stances and affirm wavering or aspiring power 
positions. It can reinforce the solidarity and stability of an organization and label what 
is unacceptable in an organizational culture. 
 
Deal and Kennedy (1982) summarizes the elements of organizational culture into 
five elements: (1) Business Environment: It is the single greatest influence in shaping 
a corporate culture, (2) Values: These are the basic concepts and beliefs of an 
organization to form the heart of the corporate culture, (3) Heroes: These people 
personify the culture’s values and as such provide a tangible model in an organization 
for employees to follow, (4) Rites and Rituals: These are the systematic and 
programmed routines of day-to-day life in an organization, and (5) The Cultural 
Network: It is the primary means of communication within an organization. It is an 
informal “carrier” of the corporate values and heroic mythology. 
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Hofstede et al. (1990) and Hofstede (2001) suggest that the elements of 
organizational culture include values, rituals, heroes and symbols. The definitions of 
these elements are similar to the interpretation of other scholars like Deal and 
Kennedy (1982) and Pettigrew (1979). The slight difference is that Hofstede (1980) 
defined value as “a broad tendency to prefer certain states of affairs over others.”10 
Hofstede (1980) distinguishes between values as the desired and the desirable. The 
difference is what people actually desire versus what they think ought to be desired. 
“Values as the desired” deals with the intensity of the value while “values as the 
desirable” deals with the direction of the value. He explained that the “values as the 
desired” refers to the goals and the “values as the desirable” refers to the general 
belief. The concept of values of Hofstede is adopted in this study. 
 
3.5 Levels of Organizational Culture 
Culture can be analyzed at several different levels (Schein 1992). He defined 
“level” as the degree of cultural phenomenon visible to the observer. Some elements 
are visible within an organization but some may be invisible. It forms the levels of 
organizational culture. Schein (1992) believes that basic assumptions are the deepest 
level rather than basic values. It is different from many other culture researchers who 
                                                 
10 Hofstede (1980), p.19 
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believe that values are the core part of organizational culture (Deal and Kennedy 1982, 
Hofstede et al. 1990, Kotter and Heskett 1992, Hofstede 2001). 
 
 
Figure 3.5.1 Levels of Culture: Schein (1992) 
 
According to Schein (1992), artifacts are at the surface level which includes all 
the phenomenon that one sees, hears and feels when one meets a new group with 
different culture. It would include the visible products of the group such as the 
language, its artistic creation, manners of address, myths and stories told about the 
organization, published lists of values, observable rituals and ceremonies, and so on. 
This level of culture is easy to observe and very difficult to decipher. The observer 
can describe what she sees and feels but cannot reconstruct what those things mean in 
the given group. If the observer lives in the organization long enough, the meanings of 
artifacts gradually become clear. If one wants to understand the organization in deeper 
Basic Underlying Assumptions 
Espoused values 
Artifacts 
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level, one can attempt to analyze the espoused values.  
 
Values at this level will predict much of the behavior that can be observed at the 
artifactual level. But if those values are not based on prior learning, it may only reflect 
the espoused values. It means that what people say may be different from what they 
actually do in situations where those values should be operating. The espoused values 
are not patterned, sometimes they are even mutually contradictory and inconsistent 
with observed behavior. To get a deeper level of understanding, to decipher the pattern, 
and to predict future behavior correctly, we have to understand more fully the basic 
underlying assumptions. 
 
The essence of a culture lies in the pattern of shared, taken-for-granted basic 
underlying assumptions. These assumptions are the ultimate source of values and 
action. They guide behavior and tell group members how to perceive, think about, and 
feel about things. A set of shared basic assumptions is formed by repeated use. It can 
function as a defense mechanism for the individual members and the group to seek 
stability and meaning. Once one understands the basic assumptions, one can easily 
understand the other more surface levels – artifacts and espoused values, and how to 
deal with them. 
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Ng (1995) classifies organizational culture into three broad levels: (1) the 
ideational level that includes conscious beliefs, assumptions and values (Deal 
Kennedy 1982, Schein 1985, Spradley 1972), (2) the behavioral level that includes 
practices, rituals, customs (Trice and Beyer 1984, Martin and Siehl 1983), and (3) the 
material level that includes tools, clothing, layout and technology (Harris 1964, 
Peponis 1985). The observable material and behavioral levels are more accessible 
than the ideational level. However, they are more difficult to interpret and have less 
precise cultural meanings than the ideational level. 
 
 Rousseau (1990) classifies the manifestations of organizational culture into five 
levels (fig. 3.5.2). He believes that culture layered along a continuum of subjectively 
and accessibility. Artifacts are at the most observable level. Visibility decreases from 
the outermost to the innermost layers. Hidden assumptions are the deepest and most 
subjective elements of culture. It may not be fully understood even by members. 
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 Figure 3.5.2 Layers of Culture: Rousseau (1990) 
 
Hofstede (2001) believes that values and practices cover the total concept of 
culture neatly. His “Onion Diagram” clearly shows the manifestations of culture at 
different levels of depth which is slightly different from the Rousseau’s one (1990). 
 
 
 
 
 
Fundamental  
Assumptions 
Values 
Behavioral Norms 
Patterns of  
Behavior 
Artifacts 
 24
 
Figure 3.5.3 Onion Diagram: Hofstede (2001) 
 
From this diagram, Hofstede (2001) suggests that values are the core part of 
culture but they are invisible. Culture manifests itself by practices such as rituals, 
heroes and symbols which are visible to an outsider observer. Symbols are words, 
gestures, pictures and objects that carry special meanings only recognized by those 
who share the culture. Heroes are persons who possess characteristics that are highly 
prized in a culture. Rituals mean that some collective activities are socially essential 
Symbols
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Rituals 
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Practices 
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within a culture to keep the individual bound within the norms of collectivity. The 
study is based on this level of organizational culture. 
  
3.6 Typology of Organizational Culture 
 Some researchers have attempted to classify types of culture because they 
believe that all organizational culture can be attributed to an ideal type of culture. 
Quinn (1988) concludes four notions of organization from the history of 
organizational theory. The first model is the Hierarchy which provides stability and 
predictability. It emphasizes on measurement, documentation and information 
management. Employees are given well-defined roles and are expected to follow rules. 
Hierarchies can function well when the job is well defined and the time is not an 
important factor. Managers are expected to monitor the employees if they are 
complying with the rules and maintain the structure and flow of the system. The 
second model is the Firm which emphasizes on profit or the bottom line. In this 
organization, tasks are clarified, objectives are set, and action is taken. Employees are 
given clear instructions and rewarded financially if they perform well. Managers are 
expected to be a director and producer. The third one is the Adhocracy which has been 
described as organic system, flat system, loosely coupled system and temporary 
system. It fosters adaptability and change and emphasizes innovation and creativity. 
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Employees feel fully committed and challenged. Managers are expected to be 
innovators to facilitate adaptation and change. They must begin to play the broker role 
to deal with the external environment and obtain external resources. So, the 
Adhocracy is an open systems model. The final cultural type is the Team which 
emphasizes human resources, the development of commitment, information sharing 
and participative decision making. Employees are the cooperating members of a 
common social system with a common stake in what happens. Managers are expected 
to be facilitator and mentors to build cohesion and teamwork, manage interpersonal 
conflict, facilitate group problem solving, and engage in the development of people 
through a caring and empathetic orientation. 
 
Deal and Kennedy (1982) identified four cultural types based on the amount and 
frequency of feedback and risk taking in the organization: (1) tough-guy macho (high 
risk and fast feedback), (2) work hard-play hard (low risk and fast feedback), (3) bet 
your company (high risk and slow feedback), (4) process (low risk and slow 
feedback). However, Hood and Koberg (1991) criticized that none of these cultural 
types were well defined and no objective instrument were provided to measure the 
prevalence of these types. 
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 One measurable typology of culture was developed by Wallach (1983). She 
identified three separate types of organizational culture: bureaucratic, innovative and 
supportive. A bureaucratic culture is structured, ordered and regulated. Bureaucratic 
units tend to be stable, hierarchical, procedural and power-oriented. Innovative 
cultures are high pressure, stimulating and driving. This culture creates a 
results-orientated environment where is challenging, risk taking, creative. Supportive 
culture is equitable, social and relationship-oriented. It emphasizes on harmony, 
friendship, collaboration, openness, fairness, freedom. In the construction industry of 
Hong Kong, the organizational cultures of contractors most likely belong to the type 
of bureaucratic culture.  
 
3.7 Cultural Dimensions 
 Hofstede (2001) asserts that it is difficult to fully correspond to one single ideal 
cultural type in real cases. That is why trait approach (cultural dimensions) is adopted 
in this research. It can avoid the problem of difficulty of defining a single ideal 
cultural type of different Main Contractors and Sub-contractors in Hong Kong. 
Although typologies are easier to grasp than cultural dimensions, they are problematic 
in empirical research. On the other hand, cultural dimensions were widely used to 
conduct empirical research (Hofstede 1980, Hofstede et al. 1990, Reynolds 1986, Ng 
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1995, Palmer 1990). 
 
 Some researchers argue that organizational culture contain several distinct 
dimensions (Deal and Kennedy 1982; Schein 1984, 1985; Hofstede, et al. 1990 
Hofstede 2001). Reynolds (1986) widely identified fourteen dimensions of 
organizational culture: (1) external vs. internal focus, (2) take vs. employee 
orientation, (3) safety vs. risk taking, (4) conformity vs. individuality, (5) individual 
vs. group rewards, (6) individual vs. collective decision making, (7) centralized vs. 
decentralized decision making, (8) ad hocery vs. planning, (9) stability vs. innovation, 
(10) co-operation vs. competition, (11) simple vs. complex, (12) informal vs. 
formalized procedures, (13) high vs. low loyalty, and (14) ignorance vs. knowledge of 
organizational expectations. 
 
 Ansari et al. (1982) constructed four climate dimensions including: (1) 
Achievement-Oriented: innovation and experimentation, provides freedom to set 
goals, (2) Risk-Taking-Oriented: an organization provides general support for 
risk-taking, (3) Relations-Oriented: an organization provides general openness and 
helpfulness, (4) Structure-Oriented: an organization is well-organized and its rules, 
regulations and procedures are clear. He concluded that these four dimensions are 
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significant for middle managers but not for top managers. 
 
 Chatman and Jehn (1994) conducted a study to examine the relationship between 
industry characteristics and organizational culture. Seven cultural dimensions were 
identified by their factor analysis: (1) innovation, (2) stability, (3) people orientation, 
(4) result orientation, (5) emphasis on easygoing, (6) attention to detail, and (7) team 
orientation. Their results offered some empirical support for similarities among the 
culture of firm in the same industry. It also suggested a link between industry 
characteristics and organizational culture. 
 
Different researchers had their own ways to identify cultural dimensions but 
Hofstede (2001) describes five cultural dimensions extensively. The first is Power 
Distance which is related to the different solutions to the basic problem of human 
inequality. Inside organizations, this inequality in power is usually formalized in 
boss-subordinate relationships. The second is Uncertainty Avoidance which is about 
the level of stress in a society in the face of an unknown. Organizations use 
technology, rules and rituals to cope with uncertainty. The third is Individualism 
versus Collectivism which is related to the integration of individuals into primary 
groups. The degree of individualism or collectivism will strongly affect the nature of 
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the relationship between a person and the organization to which he or she belongs. 
The next one is Masculinity versus Femininity which is related to the division of 
emotional roles between men and women. And the final cultural dimension is 
Long-term versus Short-term Orientation which is related to the choice of focus for 
people’s efforts: the future or the present. 
 
 Hofstede et al. (1990) conducted an empirical research to explain the difference 
of organizational culture. The results of factor analysis reveal that three value 
dimensions and six practice dimensions are significant. The value dimensions include 
need for security, work centrality and need for authority. Meanwhile, the practice 
dimensions include (1) process-oriented vs. results-oriented, (2) employee-oriented vs. 
job-oriented, (3) parochial vs. professional, (4) open system vs. closed system, (5) 
loose control vs. tight control, and (6) normative vs. pragmatic. It represents the 
symbols, heroes, and rituals of organization. In addition, his study empirically shows 
shared perceptions of daily practices to be the core of an organization’s culture. The 
values are different according to the nationality, age and education. It is different from 
some literatures on corporate cultures that shared values represent the core of a 
corporate culture (Deal and Kennedy 1982). Thus, these six dimensions of practices 
would be adopted for investigating the organizational culture of the Main Contractors 
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and Sub-contractors in this study. 
  
3.8 Organizational Culture Strength 
 Schein (1984) defined strength of a culture in terms of the homogeneity and 
stability of group membership and the length and intensity of shared experience of the 
group. If a stable group has had a long, varied, intense history, it would have a strong 
culture among the members of the group. On the other hand, if a group has had a 
constantly shifting membership, it will have a weak culture. Strong cultures have been 
defined by many different scholars such as homogeneous (Ouchi & Price1978), thick 
and widely shared (Sathe 1983) cohesive and tight-knit (Deal and Kennedy 1983), 
characterized by congruent rule-based expectations (Schall 1983). Sathe (1984) 
believes that the strength of a culture is determined by three aspects: (1) how many 
important shared assumptions there are, (2) how widely they are shared in an 
organization, and (3) how clearly they are ordered in terms of their relative 
importance. 
 
Strong cultures are those in which organizational values and beliefs are widely 
shared by employees (Deal and Kennedy 1982; Barnes 1993). From the thesis of 
Peters and Waterman (1982), the excellent companies are characterized by strong 
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cultures and that shared values represent the core of such strong cultures: 
“The stronger the culture and the more it was directed toward the marketplace, 
the less need was there for policy manuals, organization charts, or detailed 
procedures and rules. In these companies, people way down the line know what 
they are supposed to do in most situations because the handful of guiding values 
is crystal clear.”11 
 
Schein (1984, 1985) suggests that values are not the only indicators of cultural 
influence. Organizational values are manifest in a number of “artifacts”, or symbols 
and activities which make values more meaningful. Hence values and their symbolic 
representations constitute dimensions of organizational culture and the perceived 
strength of the culture. It means that the overall strength of an organizational culture 
is a combination of the strength of these cultural dimensions. Figure 2.2 illustrates 
organizational culture strength as a multidimensional construct composed of six 
dimensions. These dimensions are discussed by Barnes (1993).  
                                                 
11 Peters and Waterman (1982), pp. 75-76 
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Figure 3.8.1 Organizational Culture Strength as a Multidimensional Construct: Barnes 
(1993) 
 
Value Strength: Values have been described by Sathe (1983) and Schein (1984, 
1985) as representing the belief that a particular situation or state of affairs is 
preferable to another. Schein (1986) maintains that values and beliefs are related, but 
that values articulate the core of the organization’s culture in a way that mere shared 
assumptions cannot. Most researchers agree that beliefs are underlying assumptions 
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that are shared by members of an organization and from which values are formulated. 
Barnes (1993) maintains that organizational values drive the organizational culture 
and that the beliefs of those values are contained within the value construct.  
 
Barnes (1993) believes that strong values are well-understood by members and 
well-articulated within the organization. Strong organizational values are 
mutually-shared, and a certain pressure exists for members of the organization to 
follow the guidelines indicated by these values. Conversely, weak values may lack 
intensity and influence. Members of organization may feel little compulsion to adapt 
or conform to weak values. Wiener (1988) has proposed that value strength is a 
measurable component of cultural influence but Schein (1984) has posited that 
cultural influence is not solely determined by the value strength. The other 
dimensional strengths are discussed as follow.  
 
Story Strength: An organizational story is a description of a series of events from 
the history of an organization that features members of that organization and their 
common concerns (Martin 1982; Martin and Siehl 1983). The stories show what 
behaviors and attitudes are acceptable in the organization (Wilkins 1984, Albert 1987). 
From the view of Wilkins (1984), these influential stories provide a social mapping to 
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adapt the new culture and help the organizational members to fit into the organization. 
Barnes (1993) believes that stories are influential in passing on culture by enabling 
people to fit into the organization and providing concrete incidents that exemplify 
shared values 
 
Hero Strength:  According to the view of Deal and Kennedy (1982), heroes are 
members of an organization who personify and symbolize the culture’s values and as 
such provide tangible role models for employees to follow. Heroes can set a standard 
of performance to motivating employees. Wilkins (1984) posits that heroes may 
provide clues to organizational members regarding the social contract existing in the 
organization. Barnes (1993) concludes that hero strength a component of cultural 
influence which is manifest by the degree of influence exerted by key individuals in 
the organization rather than by the number of heroes. 
 
Ritual Strength: Ulrich (1984) defined that rituals are customary and repeated 
actions which take on meaning within an organization. From the view of Deal and 
Kennedy (1984), manager’s responsibility is to spell out for his or her employees how 
members do things around the organization. However, unless you tell people what you 
want them to do and how you want them to do it, otherwise, you have no real right to 
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expect them to do what you want them to do. In strong culture companies, they create 
the rites and rituals of behavior that exercise the most visible and pervasive influence 
on the way to do things around the organization. These rules guide the members’ 
behavior and are dramatizations of the company’s basic cultural values. It is similar to 
the idea of Wilkins (1984), in strong culture, rituals are generally perceived as helpful 
in managing behavior in accordance with value-based expectations by providing 
guidelines.  
 
Ceremony Strength: Ceremonies have been described as outcroppings of culture 
and manifestations of values (Beyer and Trice 1987, Harris and Sutton 1986). There is 
a clear description by Beyer and Trice (1987) who describe that organizational 
ceremonies spread the good news about the organization, provide recognition of 
employees for their accomplishments, motivate other employees to similar efforts, 
enable organization to take some credit for the accomplishments of employees, and 
emphasize the social value of the performance of social roles. Actually, ceremonies 
may not exist in some organizations. Barnes (1993) believes that if ceremonies exist 
in an organization, the influence they exert conveys cultural strength. 
 
Cultural Network Strength: From the definition of Deal and Kennedy (1982), the 
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cultural network is “an informal system of checks and balances to gather and 
disseminate information.”12 Any culture will have some types of network if values 
are to be communicated at all (Schall 1983). The strength of a cultural network rests 
in its power to carry shared values and beliefs that keep cultures alive and shared 
across levels and among employees in an organization (Deal and Kennedy 1982). He 
maintains that influential networks are typified by storytellers. Barnes (1993) believes 
that storytellers are important to assist in aligning values and other cultural variables 
with organizational problem-solving needs, thus providing an influential network of a 
strong organizational culture. 
  
 In fact, many researchers examined the relationship between strong cultures and 
corporate or employee’s performance (Deal and Kennedy 1982, Ouchi and Price 1978, 
Peters and Waterman 1982). According to Deal and Kennedy (1982), strong culture is 
important to provide practical meaning for people, both on and off the job. People are 
the greatest resource of a company, and the way to manage them is not directly by 
reports, but by the subtle cues of a culture. A strong culture is a powerful lever for 
guiding behavior and helping employees do their jobs better, especially in two ways:13 
 
                                                 
12 Deal and Kennedy (1982), p.86 
13 Deal and Kennedy (1982), p.15 
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1. A strong culture is a system of informal rules that spells out how people are to 
behave most of time. By knowing what exactly is expected of them, employees 
will waste little time in deciding how to act in a given situation. In a week culture, 
on the other hand, employees waste a good deal of time just trying to figure out 
what they should do and how they should do it. 
2. A strong culture enables people to feel better about what they do, so they are more 
likely to work harder. Yet strong culture companies remove a great degree of that 
uncertainty because they provide structure and standards and a value system in 
which to operate. 
 
It should be careful that value congruence cannot be viewed as high organizational 
culture strength (Barnes 1993). He posited that value congruence is not a substitute 
for a measure of organizational culture strength. While value congruence between the 
managers and employees of an organization is low, the organization may have strong 
culture. As values may also involve the individual characteristics of employees, the 
values of them may not be fully compatible with organizational values. So, value 
congruence is not an accurate indicator of organizational culture strength. 
 
It can be concluded that strong culture has significant and positive influence to the 
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employees. When the culture is strong, it is homogeneous, thick and widely shared. It 
implies that the higher organizational culture strength has a greater degree and extent 
of share by members. According to Saffold (1988), the impact of traits on the 
outcomes is in proportion to the organizational culture strength. This study also 
attempts to address the significance of organizational culture strength.
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                               CHAPTER 4 
RESEARCH RATIONALE AND HYPOTHESIS 
 
 Sackmann (1992) and Young (1989) point out the possibility of multiple cultures 
in organizations. It implies that culture can be emerged at both the organizational and 
sub-unit level inside an organization and it may vary in different departments. It can 
also be demonstrated by a construction project. On the one hand, the Sub-contractors 
normally have a long term relationship with the Main Contractors due to the lower 
transaction cost for the Main Contractors and the stability for the Sub-contractors. The 
relationship between the Sub-contractors and the Main Contractors is quite similar to 
the normal structure of many organizations. The Main Contractors act as general 
managers and different Sub-contractors therefore act as various departments. Under 
the supervision of the Main Contractors, it is most likely that the organizational 
cultures of the Main Contractors become “localized” (Barnes 1993) to be different 
sub-cultures existing in the Sub-contractors. On the other hand, the Sub-contractors 
are independent organizations cooperating with the Main Contractors. Even though 
the Sub-contractors are under the control of the Main Contractors, the Sub-contractors 
have their own organizational cultures as well. So, it is arguable whether the 
organizational cultures of the Main Contractors can be transferred to the 
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Sub-contractors and become “localized” to be the sub-cultures of the Sub-contractors. 
 
Many researchers linked the relationship between strong organizational cultures 
and performance. Saffold (1988) mentions that strong cultures have been hailed as 
keys to improved performance. Deal and Kennedy (1982) assert that strong culture is 
the driving force behind continued success in American business. Posner et al. (1985) 
connect strongly shared values with commitment, self-confidence, ethical behavior, 
and reduced job stress. As Peters and Waterman (1982) state that organizational 
culture might be managed, controlled and intentionally changed, the Main Contractors 
can try to develop and pass their strong organizational cultures to the Sub-contractors 
to enhance the performance of the Sub-contractors and minimize the construction 
disputes between them. Meanwhile, the Sub-contractors can also change their 
organizational cultures to match the cultures of the Main Contractors in order to keep 
the stable relationship. The rationale behind to carry out this research is to find out the 
relationship between the Main Contractors’ organizational cultures and the 
Sub-contractors’ organizational cultures. 
 
It is believed that strong organizational culture is homogenous, thick and widely 
shared. Deal and Kennedy (1982) state that when the culture of the organization is 
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very strong and cohesive, everyone knows the goals of the corporation, and they are 
working for them. As the Sub-contractors and the Main Contractors usually closely 
cooperate together, it is reasonable to expect that the organizational cultures of the 
Sub-contractors would be directly influenced by the strong organizational cultures of 
the Main Contractors. Therefore, the hypotheses are proposed that: 
 
Hypothesis I:  When the organizational culture strength of a Main Contractor is 
strong, the differences in organizational cultures between the Main Contractor and its 
Sub-contractors would be insignificantly different.  
 
Hypothesis II:  When the organizational culture strength of a Main Contractor is 
not strong, the differences in organizational cultures between the Main Contractor and 
its Sub-contractors would be significantly different. 
 
Hypothesis III:  If the organizational culture strength of Main Contractor 
increases (tend to be strong), the differences in organizational cultures between the 
Main Contractor and its Sub-contractors would decrease.  
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CHAPTER 5 
RESEARCH METHODOLOGY 
 
5.1 Introduction 
 This chapter presents the methodology utilized in this research. First, the 
selection and rationale of methodology are explained. The rationale and construction 
of questionnaire are then discussed. Then, the sampling and data collection are 
explained. Finally, the approach and procedures of statistical analysis are presented. 
 
5.2 Selection and Rationale of Methodology 
 Although many culture researchers agree that culture plays an important role in 
an organization, they have distinct views concerning the best research approach. Ng 
(1995) explains that qualitative approach can produce rich contextual information but 
only small samples are involved due to the time limit. In contrast, quantitative 
methods can reach large samples but only shallow contextual information can be 
obtained. In order to avoid the inherent weaknesses of each approach, it is better to 
integrate both approaches in examining the organizational culture. However, 
qualitative approach was usually adopted by the past culture researchers. He attributes 
the limited use of quantitative approaches to two different concerns. First, survey 
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instruments are not likely to yield the rich contextual information for fully describing 
an organizational culture but qualitative approaches could reveal. Second, survey 
instruments can only cover the most general issues while issues that are unique have 
to be left out because of standardized instruments. It fails to allow respondents to 
freely describe their organizational experience.  
 
Schein (1985) suggests that only qualitative methodologies, such as in-depth 
interviews and long-term ethnographic investigations reveal the true culture of an 
organization because an organization’s culture is relatively inscrutable to outsiders. 
However, Tucker et al. (1991) disagree with this view and reviewed ten empirical 
studies to report that organizational culture is quite scrutable. Hofstede et al. (1990) 
also show that organizational cultures are quantifiable and can be meaningfully 
described using practice dimensions. 
 
In fact, qualitative approaches are time consuming and difficult to compare 
among organizations. In contrast, quantitative approaches can maximize the value of 
precision, systematization, repeatability as well as comparability (Tucker et al.1991). 
In addition, Ng (1995) argues that the notions of sub-cultural boundaries are based on 
interviews with small groups of key organizational members, it is difficult to 
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determine the extent of their validity. Quantitative methods can resolve this 
uncertainty by mass approach because it allows tests for boundaries of organizational 
beliefs.  
 
Based on the advantages of quantitative approach, the availability to test for 
boundaries of the organizational cultures of the Main Contractors and limitations of 
time, quantitative approach is selected in this study. 
 
5.3 Rationale and Construction of Questionnaire 
Quantitative methodology is used in this research to investigate the 
organizational culture. A bilingual questionnaire in both Chinese and English was 
prepared for data collection from the Main Contractors and the Sub-contractors in 
Hong Kong. A cover letter was enclosed with each questionnaire. This letter stated the 
purpose of research, its importance and the confidentiality of responses. The 
questionnaire survey consisted of four parts including general questions, values 
survey, practices survey and strength of organizational culture. The provided 
information of respondents was based on a five-point scale in Likert scale (Likert 
1932) ranging from 1 (of utmost importance / strongly agree) to 5 (of very little or no 
importance / strongly disagree). A sample of the questionnaire (English version) is 
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included in the Appendix I. 
 
The first part of survey (general questions) asked for the general information of 
respondents such as gender, age, educational level, years in the company etc. The 
next two parts contained the Values and the Practices respectively. In order to 
investigate the influence of organizational cultures of the Main Contractors to that of 
the Sub-contractors, a trait approach was used to investigate the nature and content 
of cultural dimensions. Hofstede (2001) asserts that values and practices cover the 
total concept of culture rather neatly. From the research of Hofstede et al. (1990), 
culture can be measured as a multidimensional set of values and practices embraced 
by the organization. In this study, the Values and Practices are the core parts of the 
investigation of organizational culture. Practices survey was modified from Hofstede 
et al. (1990) dividing into six dimensions including (1) process-oriented vs. 
results-oriented, (2) employee-oriented vs. job-oriented, (3) parochial vs. 
professional, (4) open system vs. closed system, (5) loose control vs. tight control, 
and (6) normative vs. pragmatic. It aimed to collective information on three elements 
of culture including symbols, heroes and rituals inside the organization. Eighteen 
questions were adapted from him in this Practice survey. On the other hand, the 
Values survey was modified from the survey of Hofstede (1980) dividing into two 
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elements: goals and general belief. Ten questions of goals and twelve questions of 
beliefs were modified. Two extra questions were added into the part of goal to test 
the existence of Chinese’s value in the construction industry because many Chinese 
were concerned with practical benefit rather than their titles. Those questions of 
values and practices were amended and modified to suit the construction industry. 
These two parts of survey were used to compare the differences in the Values and the 
Practices between the Main Contractors and the Sub-contractors. 
 
The final part of survey was prepared to investigate the strength of organizational 
culture of the Main Contractors in order to see whether the Main Contractors with 
strong organizational cultures have significant influence to the organizational cultures 
of the Sub-contractors. Fourteen questions relating to organizational culture strength 
were adopted and modified from the work of Barnes (1993). The average score of 
each question, ranging from 1 (strongly agree) to 5 (strongly disagree) shows the level 
of culture strength. The scoring “3” represents the neutral attitude of the respondents. 
When the mean of organizational culture strength of a Main Contractor is lower than 
“3” and differ significantly from “3”, its culture strength is regarded as strong. 
Otherwise, the culture strength is not regarded as strong. 
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 The characteristics of the survey instrument are summarized in the Table 5.3.1.  
Table 5.3.1 Characteristics of the survey 
Elements/Dimensions Number of 
items 
Number of Response 
Categories 
Potential Range of 
Response 
VALUES    
Goals 10 5 10 - 50 
(Goals: Chinese’s value) 2 5 2 - 10 
Beliefs 12 5 12 - 60 
PRACTICES    
process-oriented vs. results-oriented  3 5 3 - 15 
employee-oriented vs. job-oriented 3 5 3 - 15 
parochial vs. professional 3 5 3 - 15 
open system vs. closed system 3 5 3 - 15 
loose control vs. tight control 3 5 3 - 15 
normative vs. pragmatic 3 5 3 - 15 
ORGANIZATIONAL CULTURE  STRENGTH 14 5 14 -70 
 
5.4 Sampling and Data Collection 
 In Hong Kong, the government maintains a list of contractors approved for 
public projects. There were total 269 contractors approved for five categories of 
public works at the end of 2003.14 The contractors may tender for public works 
contracts only in the works categories. Five categories are divided including building, 
                                                 
14 Environment, Transport and Works Bureau (2003). Available from: 
http://www.etwb.gov.hk/consultants_and_contractors/contractors/approve_contractors/index.aspx?lang
no=1&lstcategory=All&lstclass=All&lstgroup=All&nodeid=622 
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port works, roads and drainage, site formation and waterworks. These contractors 
have been required to seek certification to ISO 9002 by 1993 which ensures that they 
are sound management. Therefore, those contractors not approved for public project 
would be excluded in this research.  
 
In this study, only Group C building contractors are included to be studied 
because building contractors are most likely to sub-contract the works due to large 
project size. It allows comparing the organizational cultures between the Main 
Contractors and the Sub-contractors. Generally, building contractors are classified as 
Group A, B or C depending on their experience and financial status. For Group A 
contractors, they may tender for public work contracts of value up to HK$ 20 million. 
For Group B contractors, the upper limit of public work contracts of value is up to 
HK$ 50 million. For Group C contractors, they may tender for public work contracts 
of any value exceeding HK$ 50 million. Thus, Group C contractors are chosen to be 
the research target because this kind of organization is usually well-structured and 
large company size. It is believed that the strength of organizational culture of Group 
C contractors is more obvious and stronger than other types of contractors. It also 
ensures sufficient number of staff and respondents from each contractor. Under this 
selection, it narrows the research population of the Main Contractors to sixty one 
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organizations. Among these sixty one organizations, seven contractors were excluded 
because they were not active in the construction industry of Hong Kong in the past ten 
years. The other fifty four contractors were contacted by fax, letter or phone. In order 
to compare the organizational cultures between the Main Contractors and the 
Sub-contractors, the Main Contractors were requested to provide a list of the 
Sub-contractors which were co-operating with the Main Contractors. 
 
If these Sub-contractors were not the second-level Sub-contractors, they would  
be excluded. Sometimes, the work of third level Sub-contractors was passed by the 
second level Sub-contractors, not by the Main Contractors. This practice simplified 
the management structure of the Main Contractor in a construction project by shifting 
some of the managerial responsibility to the second level Sub-contractors. However, 
the control and influence by the Main Contractors to the third level Sub-contractors 
might be uncertain. Therefore, the influence from the Main Contractors to the 
third-level Sub-contractors or fourth-level Sub-contractors may not be obvious.   
 
Moreover, the nominated Sub-contractors were also excluded from this study 
since they were usually chosen by clients or developers, not by the Main Contractors. 
Although the contract was between the Main Contractor and the nominated 
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Sub-contractor, the nominated Sub-contractors were not fully under the control of the 
Main Contractors. The influence of organizational cultures of the Main Contractors to 
that of the nominated Sub-contractors might sometimes be minimal due to the 
potential influence of the developers or the clients. Therefore, only domestic second 
level Sub-contractors were the targets to be studied. In this research, domestic second 
level Sub-contractors are divided into two types to be investigated which are 
 
(1) Domestic Sub-contractors for building construction: 
? Concreting 
? Steel blending 
? Formworking 
? Setting out 
? Others 
(2) Domestic Sub-contractors for building services: 
? Heating, ventilation and air-conditioning (HVAC) 
? Fire services 
? Water supply and drainage 
? Electrical and mechanical services 
? Others 
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These two types of domestic Sub-contractors usually cooperate with the Main 
Contractors at different construction stages. The domestic Sub-contractors for 
building services usually cooperate with the Main Contractors at the latter stage of 
construction period but the domestic Sub-contractors for building construction usually 
cooperate with the Main Contractors starting from the commence of building 
construction. Therefore, the level and period of cooperation with the Main 
Contractors may be different for these two types of Sub-contractors. It causes that the 
degree of influence by the Main Contractors to these Sub-contractors may be distinct. 
This is the rationale of dividing the domestic Sub-contractors into two groups which 
aims to minimize the potential bias. 
 
 The respondents were required to spend about ten minutes to complete a set of 
questionnaire. Among the fifty four Main Contractors contacted, only 4 of them 
agreed to participate in the survey. According to the information provided by them, 
fourteen Sub-contractors were contacted but only eight of them participated in this 
survey finally. The total response rate was 17.6%. Any staff of the Main Contractors 
and the Sub-contractors was welcome to participate in this survey because it is 
believed that organizational culture is widely shared by employees if it is strong 
enough. (Deal and Kennedy 1982; Barnes 1993 and Sathe 1983). Total 90 usable 
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questionnaires were received. The respondents were instructed to fax the 
questionnaires back. Some questionnaires were collected by the author in person.  
  
5.5 Statistical Analysis 
The data collected were analyzed by using the statistical package: SPSS for 
Windows Rel. 11.5. The analytical process was conducted in three stages to examine 
the Hypotheses. First, the reliability of questions about the two elements of the Values, 
the six dimensions of the Practices and the organizational culture strength were 
checked. Chronbach’s alpha (also refer to as coefficient alpha) was used to check the 
internal consistency. It referred to as the reliability of the survey. The item-total 
correlations were calculated for each question to examine its correlation to other 
questions. 
 
Next, four case studies were carried out to investigate each Main Contractor and 
its Sub-contractors deeply. T-test was used to examine the organizational culture 
strength of the Main Contractors and the differences in the Values and the Practices 
between the Main Contractors and the Sub-contractors. It aimed to test the Hypothesis 
I and Hypothesis II. 
 
 54
In order to test the Hypothesis III, regression models and Bivariate Correlation 
were used to examine the influence of organizational culture strength of the Main 
Contractors to the organizational culture (Values and Practices) differences between 
the Main Contractors and the Sub-contractors. 
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                               CHAPTER 6 
RESULTS AND ANLYSIS 
 
6.1 Introduction 
The research findings are presented and the results are discussed in this chapter. 
The chapter is divided into six sections. The sampling issues are discussed briefly in 
the first section. Secondly, reliability analysis is carried out to examine the reliability 
of the survey. Afterwards, t-test is used to determine if the means of the Values and 
the Practices between the Main Contractors and the Sub-contractors differ 
significantly from each other. Next, regression models and Bivariate Correlation are 
used examine the influence of the organizational culture strength of the Main 
Contractors to the organizational culture (Values and Practices) differences between 
the Main Contractors and its Sub-contractors. The findings of Chinese’s value are also 
presented. Finally, the findings in this chapter are discussed and concluded. 
 
6.2 Sample 
 Total 90 usable questionnaires were received from four Main Contractors and 
eight second level domestic Sub-contractors. The total response rate was 17.6%. The 
Table 6.2.1 provides the demographic and background information of the respondents.  
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Table 6.2.1 Summary of Survey Respondents  
 Number of 
respondents 
Male Female Mean of years in 
the company 
Mean of age Mean of years 
of education 
MC 1 9 8 1 3.83 31.7 16.56 
DSC BC1 4 4 0 1.75 30.8 12.75 
DSC BS1 7 7 0 2.36 34.5 12.86 
       
MC 2 12 12 0 4.13 32.2 16.08 
DSC BC2 5 5 0 1.80 29.0 13.00 
DSC BS2 6 6 0 1.83 29.5 12.67 
       
MC 3 13 13 0 5.62 35.3 15.85 
DSC BC3 7 7 0 2.21 29.9 12.71 
DSC BS3 5 5 0 1.80 32.0 12.60 
       
MC 4 10 10 0 3.20 30.8 14.80 
DSC BC4 4 4 0 2.88 29.5 12.75 
DSC BS4 8 8 0 2.06 25.8 12.63 
 
? MC: Main Contractor 
? DSC BC: Domestic Sub-contractor(s) for building construction 
? DSC BS: Domestic Sub-contractor(s) for building services 
? A five-point scale is used in Likert formant ranging from 1 (of utmost 
importance / strongly agree) to 5 (of very little or no importance / strongly 
disagree). 
 
From the Table 6.2.1, it is not surprised to find that the staff of the Main 
Contractors has received more formal education than those of the Sub-contractors as 
there are some professionals or expertise such as Quantity Surveyor, Site Safety 
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Manager, Project Manager etc. in the organizations. Moreover, the staff of the Main 
Contractors is generally more loyal than those of the Sub-contractors. They stay in the 
same company for a longer period in average compared with the staff of the 
Sub-contractors. Besides the inertia of stability, the reasons may include high salary, 
good working condition, large size of company, more chance to be promoted etc. The 
staff of the Sub-contractors may not enjoy all the benefits above mentioned. Thus, the 
loyalty of the staff of the Sub-contractors is believed to be lower than that of the Main 
Contractors. That is why the staff of the Sub-contractors is not common to stay in the 
same company for a long period. 
 
6.3 Reliability Analysis 
 The question of reliability addresses the issue of whether this instrument will 
produce the same results each time to the same person in the same setting. In other 
words, reliability analysis is used to examine whether the results are stable and 
consistent. Reliability is assessed by using individual respondents as a unit of analysis. 
The item-total correlation of each question is also examined to identify the potential 
correlation between the questions. 
 
The two elements of the Values, the six dimensions of the Practices and the 
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multi-item organizational culture strength identified in the literature review were used 
in this study. The construct reliability coefficient is the Cronbach’s alpha (also refer to 
as coefficient alpha) which is designed as a measure of internal consistency. It means 
to check whether all items within the instrument measure the same thing. Alpha is 
measured on the same scale as a Pearson r (correlation coefficient) which is the mean 
of the inter-item correlations. This is the descriptive information about the correlation 
of each item with the sum of all other items. A large value indicates that the particular 
item has strong relationship with the rests of items. In addition, Alpha typically varies 
between 0 and 1. The closer the alpha is to 1, the greater the internal consistency of 
the item in the instrument being assessed. It means that the items are more reliable. 
Generally, the alpha value is inflated by a larger number of variables. So, there is no 
set interpretation as to what is an acceptable alpha value. A rule of thumb that applies 
to most situations is:15     Table 6.3.1 Level of reliability of alpha value 
Alpha > 0.9 Excellent 
Alpha 0.8-0.9 Good 
Alpha 0.7-0.8 Acceptable 
Alpha 0.6-0.7 Questionable 
Alpha 0.5-0.6 Poor 
Alpha < 0.5 Unacceptable 
 
                                                 
15 George and Mallery (2002) 
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Reliability Analysis of Values: 
The Two elements, goals and beliefs, are used in the part of the Values. The 
reliability analysis on the Values is shown in the Table 6.3.2.The analysis is carried 
out by regarding “Values” as a unit by integrating the goals and beliefs. This result 
gives a very reliable level on the questions of the Values. The Cronbach alpha is up to 
0.8739 which is a good level of reliability. Only three questions, G8, G10, B5, have 
correlations below 0.3.   
As the number of variables is more, the value of Cronbach alpha is likely 
higher.16 Thus, the reliability analysis is carried out again by dividing the Values into 
two parts for the goals and beliefs to confirm the reliability. For the part of goals, the 
estimated Cronbach alpha is 0.7752 (Table 6.3.3) which demonstrates an acceptable 
reliability. For the part of beliefs, the estimated Cronbach alpha is 0.7872 which also 
demonstrates a highly acceptable reliability. Therefore, it can be concluded that the 
part of the Values used in this study is sufficiently reliable. The item-total correlation 
of each question is also calculated. Among the twenty four questions, twenty 
questions have correlations ranging form 0.3 to 0.64. Only other four questions, G7, 
G10, B5 and B6, have correlations below 0.3. It indicates that there is a good 
relationship between most questions within each element of the Values.  
                                                 
16 George and Mallery (2002) 
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Table 6.3.2 Results of Reliability Analysis on the Values 
Values 
 
Item-Total 
Correlation 
Construct 
Reliability
G1  Have a job on which there is a great deal of day-to-day learning 
G2  Have an element of variety and adventure in the job 
G3  Get the recognition you deserve when you do a good job 
G4  Have training opportunities (to improve your skills or to learn new skills) 
G5  Have good physical working conditions (good ventilation and lighting, adequate 
work space, etc.) 
G6  Have a good working relationship with your manager or direct superior 
G7  Fully use your skills and abilities on the job 
G8  Have a job which leaves you sufficient time for your personal or family life 
G9  Work in a congenial and friendly atmosphere 
G10  Work with people who cooperate well with one another 
G11  Have a high title or position in a company 
G12  Have an opportunity for high earnings, salary or remuneration 
B1  A corporation should have a major responsibility for the health and welfare of its 
employees and their immediate families. 
B2  Competition among employees usually does more harm than good. 
B3  Employees in industry should participate more in the decisions made by 
management. 
B4  Decisions made by individuals are usually of higher quality than decisions made by 
groups. 
B5  A corporation should do as much as it can to help solve society’s problems such as 
pollution etc..   
B6  Most employees in industry prefer to avoid responsibility and have little ambition. 
B7  A good manager gives his employees detailed and complete instructions as to the 
way they should do their jobs 
B8  Most employees want to make a real contribution to the success of their company. 
B9  For getting ahead in industry, knowing influential people is usually more important 
than ability. 
B10  A large corporation is generally a more desirable place to work than a small 
company. 
B11  Even if an employee may feel he deserves a salary increase. He should not ask his 
manager for it. 
B12  Most people can be trusted. 
0.5116 
0.6008 
0.5902 
0.6479    
0.5879  
   
0.4090    
0.3660    
0.2740    
0.3855    
0.2421    
0.3053    
0.3332    
0.6359  
     
0.5249    
0.4714  
    
0.3776   
   
0.2515    
    
0.3055    
0.4581 
   
0.5345 
0.5973  
 
0.5482 
   
0.3213   
     
0.3610  
 
Cronbach 
Alpha 
 
0.8739 
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Table 6.3.3 Results of Reliability Analysis on the Elements of Values 
Values 
(Goals and Beliefs) 
Item-Total 
Correlation 
Construct 
Reliability
G1  Have a job on which there is a great deal of day-to-day learning 
G2  Have an element of variety and adventure in the job 
G3  Get the recognition you deserve when you do a good job 
G4  Have training opportunities (to improve your skills or to learn new skills) 
G5  Have good physical working conditions (good ventilation and lighting, adequate 
work space, etc.) 
G6  Have a good working relationship with your manager or direct superior 
G7  Fully use your skills and abilities on the job 
G8  Have a job which leaves you sufficient time for your personal or family life 
G9  Work in a congenial and friendly atmosphere 
G10  Work with people who cooperate well with one another 
G11  Have a high title or position in a company 
G12  Have an opportunity for high earnings, salary or remuneration 
0.4535 
0.4493 
0.5031 
0.5261 
0.5630 
 
0.4230 
0.2889 
0.3683 
0.3534 
0.2916 
0.3805 
0.3754  
 
Cronbach 
Alpha 
 
0.7752 
B1  A corporation should have a major responsibility for the health and welfare of its 
employees and their immediate families. 
B2  Competition among employees usually does more harm than good. 
B3  Employees in industry should participate more in the decisions made by 
management. 
B4  Decisions made by individuals are usually of higher quality than decisions made by 
groups. 
B5  A corporation should do as much as it can to help solve society’s problems such as 
pollution etc..   
B6  Most employees in industry prefer to avoid responsibility and have little ambition. 
B7  A good manager gives his employees detailed and complete instructions as to the 
way they should do their jobs 
B8  Most employees want to make a real contribution to the success of their company. 
B9  For getting ahead in industry, knowing influential people is usually more important 
than ability. 
B10  A large corporation is generally a more desirable place to work than a small 
company. 
B11  Even if an employee may feel he deserves a salary increase. He should not ask his 
manager for it. 
B12  Most people can be trusted.  
0.5747 
 
0.5001 
0.4947 
 
0.3050 
 
0.2619 
 
0.2250 
0.4020 
 
0.4382 
0.6436 
 
0.5414 
 
0.3784 
 
0.4128  
 
Cronbach 
Alpha 
 
0.7872 
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Reliability Analysis of Practices: 
The Six dimensions, process-oriented vs. results-oriented, employee-oriented vs. 
job-oriented, parochial vs. professional, open system vs. closed system, loose control 
vs. tight control and normative vs. pragmatic, are used in the part of the Practices. The 
Table 6.3.4 shows the result of reliability analysis of the “Practices” where it is 
regarded as a unit by integrating the six dimensions. The Cronbach alpha is up to 
0.9572 which is an excellent level of reliability. All questions have correlations over 
0.4. The correlations of D8 and D16 are over 0.9. It shows that the reliability of the 
Practices is very good. 
Again, as the number of variables is more, the value of Cronbach alpha is likely 
higher.17 Thus, the reliability analysis is carried out again by dividing the Practices 
into six dimensions to confirm the reliability. The reliability analysis on the 
dimensions of the Practices is shown in the Table 6.3.5. The first dimension 
(process-oriented vs. results-oriented) indicates a questionable result. Its Cronbach 
alpha is only 0.6359. However, the Cronbach alpha of three dimensions, open system 
vs. closed system, loose control vs. tight control and normative vs. pragmatic, is over 
0.7 which shows an acceptable level of reliability. Other two dimensions 
(employee-oriented vs. job-oriented and parochial vs. professional) exhibit a good 
                                                 
17 George and Mallery (2002) 
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performance in the reliability test. The Cronbach alphas of them are 0.8117 and 
0.8813 respectively. It indicates a high degree of internal consistency among the 
questions within the same dimensions. Thus, the six dimensions are generally reliable 
based on the reliability analysis. The item-total correlation of each question of the 
Practices is also calculated. All eighteen questions have correlations higher than 0.3 
which range form 0.3453 to 0.7986. It indicates that the relationship between the 
questions within each dimension of the Practice is better than those questions within 
each element of the Values. 
Table 6.3.4 Results of Reliability Analysis on the Practices 
Practices 
 
Item-Total 
Correlation 
Construct 
Reliability
D1 typical member fast and direct 
D2 informal style of dealing with each other  
D3 mistakes are tolerated 
D4 organization only interested in work people do 
D5 newcomers left to find own way 
D6 no special tie with local community 
D7 people’s private life is their own business 
D8 job competence is only criterion in hiring people 
D9 strong aware of competition 
D10 only very special people fit in organization 
D11 little attention to physical work environment 
D12 new employees need more than a year to feel at home 
D13 everybody cost-conscious 
D14 typical member well-groomed 
D15 always speak seriously of organization and job 
D16 organization contributes little to society 
D17 results more important than procedures 
D18 never talk about the history of the organization 
0.7526 
0.5224 
0.6954 
0.8087 
0.8130 
0.8709 
0.4411 
0.9327 
0.8573 
0.8487 
0.4966 
0.7351 
0.6297 
0.7109 
0.7707 
0.9115 
0.6658 
0.5788 
Cronbach 
Alpha 
0.9572 
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Table 6.3.5 Results of Reliability Analysis on the dimensions of Practices 
Practices 
(Six Dimensions) 
Item-Total 
Correlation 
Construct 
Reliability
(1) process-oriented vs. results-oriented   
D1 typical member fast and direct 0.4911 Cronbach 
D2 informal style of dealing with each other  0.3453 Alpha 
D3 mistakes are tolerated 0.5093 0.6359 
(2) employee-oriented vs. job-oriented   
D4 organization only interested in work people do 0.7510 Cronbach 
D5 newcomers left to find own way 0.7633 Alpha 
D6 no special tie with local community 0.7986 0.8813 
(3) parochial vs. professional   
D7 people’s private life is their own business 0.4862 Cronbach 
D8 job competence is only criterion in hiring people 0.7729 Alpha 
D9 strong aware of competition 0.7633 0.8117 
(4) open system vs. closed system   
D10 only very special people fit in organization 0.6805 Cronbach 
D11 little attention to physical work environment 0.5183 Alpha 
D12 new employees need more than a year to feel at home 0.6260 0.7704 
(5) loose control vs. tight control   
D13 everybody cost-conscious 0.6338 Cronbach 
D14 typical member well-groomed 0.5935 Alpha 
D15 always speak seriously of organization and job 0.6225 0.7803 
(6) normative vs. pragmatic.   
D16 organization contributes little to society 0.7250 Cronbach 
D17 results more important than procedures 0.5036 Aplha 
D18 never talk about the history of the organization 0.5268 0.7505 
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Reliability Analysis of Organizational Culture Strength: 
Fourteen items are used in the part of the Organizational Culture Strength. The 
reliability analysis on them is summarized in the Table 6.3.6. Among the items of the 
organizational culture strength, item S1, S3, S5, S6, S8 and S10 have a relatively 
small value of item-total correlation. Their values range from 0.2161 to 0.2852 which 
show that the items are only marginally correlated with other items. The item-total 
correlation of other eight items range from 0.3148 to 0.4526 which show that they are 
correlated to one another at a higher level. Although the general item-total correlation 
is not very high, the Cronbach alpha with 0.7149 indicates that the degree of internal 
consistency among the items of the organizational culture strength is acceptable. 
Generally, the result of the organizational culture strength is reliable. 
 
Table 6.3.6 Results of Reliability Analysis on the items of Organizational Culture 
Strength 
Organizational Culture Strength Item-Total 
Correlation 
Construct 
Reliability
 
S1  My behaviour in this organization is influenced by what the 
organization emphasis on. 
S2  I feel that I understand what my organization emphasizes on. 
S3  I do not have to be in this organization very long to know the 
organization’s important people. 
S4  Stories handed down about this organization make it easier for 
me to do my job. 
 
0.2555 
 
0.3690 
0.2750 
 
0.3068 
 
 
Cronbach 
Alpha 
 
0.7149 
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S5  I learned who the important people are in this organization 
through the stories passed on in the organization. 
S6  I know what behaviours or attitudes are acceptable in this 
organization through the stories passed on in the organization.
S7  It seems that there are people that I am always hearing about. 
S8  There are guidelines for how to interact with others in this 
organization. 
S9  It is customary to act in certain ways in this organization. 
S10 Successful employees are given wide publicity in this 
organization. 
S11 There are important celebrative ceremonies in my organization 
to show our staff what kind of behaviour is valued and 
expected. 
S12 People let me know what the guidelines are in this 
organization. 
S13 My organization’s cultures strongly influence my behaviour in 
this organization. 
S14 . I believe that my organization has a strong culture. 
0.2836 
 
0.2852 
 
0.4526 
0.2843 
 
0.4256 
0.2161 
 
0.3409 
 
 
0.3789 
 
0.3148 
 
0.4051 
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6.4 Case studies  
Four case studies are carried out to investigate each Main Contractor and its 
Sub-contractors. The organizational culture strength of each company will be 
examined by one-sample t-test which aims to define whether the company has strong 
organizational culture or not. When the mean of the organizational culture strength is 
less than “3” (neutral) and differs significantly from “3” (neutral), it is defined that the 
organizational culture strength is strong. In order to test the Hypothesis I and 
Hypothesis II, a procedure is needed for comparing exactly two samples means to see 
if there is sufficient evidence to infer that the means of the corresponding population 
distributions also differ. Thus, t-test is chosen to be used to determine if the means of 
the Values and the Practices between the Main Contractors and the Sub-contractors 
differ significantly from each other. Independent-samples t-test is used to examine the 
relationship because there is no overlap between memberships of the two groups. In 
each case study, the differences of the Values and the Practices between the Main 
Contractor and the Sub-contractor for building construction, and between the Main 
Contractor and the Sub-contractor for building services are examined. 
 
The Table 6.4.1, Table 6.4.2 and Table 6.4.3 summarize the results of the Values, 
the Practice and the organizational culture strength for each company. 
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Table 6.4.1 Summary of results of the Values  
 Mean of 
Values 
Mean of 
goals 
Mean of 
general belief 
Mean of 
Question 17
Mean of 
Question 18 
MC 1 2.12 2.06 2.17 1.89 1.44 
DSC BC1 2.31 2.25 2.38 2.50 1.75 
DSC BS1 2.23 2.23 2.23 2.57 1.86 
      
MC 2 2.42 2.38 2.46 2.25 1.92 
DSC BC2 2.26 2.20 2.32 2.20 1.80 
DSC BS2 2.17 2.13 2.21 2.17 1.67 
      
MC 3 2.45 2.37 2.46 2.54 1.69 
DSC BC3 2.29 2.19 2.39 2.29 1.43 
DSC BS3 2.15 2.07 2.23 2.60 1.60 
      
MC 4 2.58 2.55 2.62 2.40 1.90 
DSC BC4 2.17 2.02 2.31 2.25 1.25 
DSC BS4 2.26 2.13 2.40 2.25 1.63 
Total Mean  2.28 2.21 2.35 2.32 1.69 
 
? Questions 17 and 18 can be referred to the questionnaire in Appendix I which are 
used to test the existence of Chinese’s value. 
? MC: Main Contractor 
? DSC BC: Domestic Sub-contractor(s) for building construction 
? DSC BS: Domestic Sub-contractor(s) for building services 
? A five-point scale is used in Likert formant ranging from 1 (of utmost 
importance / strongly agree) to 5 (of very little or no importance / strongly 
disagree). 
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Table 6.4.2 Summary of results of the Practices 
Mean of : Practices process-oriented 
vs. 
results-oriented 
employee- 
oriented  
vs.  
job-oriented
parochial  
vs.  
professional
open 
system vs.  
closed 
system 
loose control 
vs.  
tight control 
normative 
vs. 
pragmatic
MC 1 2.04 2.00 2.00 2.07 2.07 2.00 2.07 
DSC BC1 2.26 2.17 2.25 2.42 2.33 2.25 2.17 
DSC BS1 2.31 2.38 2.24 2.33 2.38 2.33 2.19 
        
MC 2 2.48 2.39 2.47 2.44 2.47 2.58 2.50 
DSC BC2 2.33 2.33 2.20 2.33 2.40 2.27 2.47 
DSC BS2 2.50 2.50 2.39 2.33 2.50 2.56 2.72 
        
MC 3 2.72 2.64 2.82 2.69 2.72 2.67 2.79 
DSC BC3 2.59 2.62 2.57 2.57 2.52 2.62 2.62 
DSC BS3 2.26 2.40 2.33 2.33 2.33 1.93 2.20 
        
MC 4 2.58 2.50 2.80 2.77 2.33 2.57 2.53 
DSC BC4 2.15 2.50 2.25 2.17 2.08 1.92 2.00 
DSC BS4 2.09 2.13 2.17 1.92 2.25 2.00 2.08 
Total 
Mean 
2.37 2.38 2.37 2.37 2.39 2.33 2.38 
 
? MC: Main Contractor 
? DSC BC: Domestic Sub-contractor(s) for building construction 
? DSC BS: Domestic Sub-contractor(s) for building services 
? A five-point scale is used in Likert formant ranging from 1 (of utmost 
importance / strongly agree) to 5 (of very little or no importance / strongly 
disagree). 
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Table 6.4.3 Summary of results of the Organizational Culture Strength 
 Means of 
Values 
Means of  
Practices 
Means of Organizational  
Culture Strength 
MC 1 2.12 2.04 2.34 
DSC BC1 2.31 2.26 3.05 
DSC BS1 2.23 2.31 2.53 
    
MC 2 2.42 2.48 2.6 
DSC BC2 2.26 2.33 2.64 
DSC BS2 2.12 2.50 2.74 
    
MC 3 2.45 2.72 2.57 
DSC BC3 2.29 2.59 2.57 
DSC BS3 2.28 2.43 2.47 
    
MC 4 2.58 2.58 3.02 
DSC BC4 2.19 2.25 2.55 
DSC BS4 2.27 2.13 2.53 
Total 
Mean 
 
2.29 
 
2.39 
 
2.63 
 
? MC: Main Contractor 
? DSC BS: Domestic Sub-contractor(s) for building services 
? DSC BC: Domestic Sub-contractor(s) for building construction 
? A five-point scale is used in Likert formant ranging from 1 (of utmost 
importance / strongly agree) to 5 (of very little or no importance / strongly 
disagree). 
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Case Study 1 (MC1, DSC BC1 and DSC BS1) 
The organizational culture strength of the Main Contractor (MC1) is examined 
by one-sample t test. From the Table 6.4.4, it shows that the mean of organizational 
culture strength of the MC1 differ significantly from “3” (neutral) at the p<0.01 level. 
In addition, the mean of organizational culture strength of the MC1 is 2.34 (refer to 
the Table 6.4.3, page 70) which is less than “3” (neutral). The MC1’s organizational 
culture is regarded as strong.  
 
Then, independent-samples t tests are carried out between the Main Contractor 
(MC1) and the Sub-contractor for building construction (DSC BC1), and between the 
Main Contractor (MC1) and the Sub-contractors for building services (DSC BS1). 
The Table 6.4.5, Table 6.4.6, Table 6.4.7 and Table 6.4.8 show the results of the 
Values and the Practices between them. From George and Malley (2000), when the 
Levene’s test for equality of variances does not differ significantly, then the 
equal-variance estimate may be used instead of the unequal-variance estimate but the 
power of equal-variance estimate is just slightly more powerful than that of 
unequal-variance estimate.18 If Levene’s test shows significant difference, then the 
unequal variance estimate should be used.  
                                                 
18 George and Mallery (2002) 
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For the result between the MC1 and the DSC BC1, the significance values of 
Levene’s test are 0.815 and 0.402 from the Table 6.4.5 and Table 6.4.6 which do not 
show significant differences at the p<0.05 level. Thus, equal variance estimate is used 
in this case. The significance (equal variance estimate) of the means of the Values and 
the Practices are 0.438 and 0.434 respectively which are not significantly different at 
the p < 0.05 level. It shows that the Values and the Practices between the MC1 and the 
DSC BC1 do not differ significantly.  
 
For the MC1 and the DSC BS1, the result is similar to that between the MC1 and 
the DSC BC1. The significance (equal variance estimate) of the means of the Values 
and the Practices are 0.549 and 0.311 respectively from the Table 6.4.7 and Table 
6.4.8 which are not significantly different at the p < 0.05 level. Again, it shows that 
the Values and the Practices between the MC1 and the DSC BS1 do not differ 
significantly.  
 
For the case study 1, the results do not reject the Hypothesis I. When the 
organizational culture strength of the MC1 is strong, the differences of the Values and 
the Practices between the MC1 and the DSC BC1, and between the MC1 and the DSC 
BS1 are insignificantly different. 
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Table 6.4.4 One-Sample t Test (MC1: Organizational Culture Strength) 
Test Value = 3 
95% Confidence Interval of 
the Difference 
 t df Sig. (2-tailed) Mean Difference Lower Upper 
VAR00010 -8.005 8 * * .000 -.6587 -.8485 -.4690 
 
Table 6.4.5 Independent-Samples t Test (MC1 and DSC BC1: Values) 
Levene's Test 
for Equality 
of Variances t-test for Equality of Means 
F Sig. t df 
Sig. 
(2-tailed)
Mean 
Difference
Std. Error 
Difference 
95% Confidence Interval 
of the Difference 
 
  
  
  
  
                Lower Upper 
MEANS Equal variances 
assumed 
.058 .815 -.805 11 .438 -.1968 .24446 -.73481 .34129
  Equal variances 
not assumed 
  -.769 5.280 .475 -.1968 .25579 -.84396 .45044
 
Table 6.4.6 Independent-Samples t Test (MC1 and DSC BC1: Practices) 
Levene's Test 
for Equality 
of Variances t-test for Equality of Means 
F Sig. t df 
Sig. 
(2-tailed)
Mean 
Difference
Std. Error 
Difference 
95% Confidence Interval 
of the Difference 
 
  
  
  
  
                Lower Upper 
MEANS Equal variances 
assumed 
.760 .402 -.812 11 .434 -.2269 .27945 -.84192 .38822
  Equal variances 
not assumed 
  
-1.07
2
10.904 .307 -.2269 .21160 -.69308 .23938
 
* * represents significant difference 
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Table 6.4.7 Independent-Samples t Test (MC1 and DSC BS1: Values) 
Levene's Test 
for Equality 
of Variances t-test for Equality of Means 
F Sig. t Df 
Sig. 
(2-tailed)
Mean 
Difference
Std. Error 
Difference 
95% Confidence Interval 
of the Difference 
 
  
  
  
  
                Lower Upper 
MEANS Equal variances 
assumed 
.106 .750 -.614 14 .549 -.1104 .17987 -.49623 .27533
  Equal variances 
not assumed 
  -.636 14.000 .535 -.1104 .17361 -.48280 .26190
 
Table 6.4.8 Independent-Samples t Test (MC1 and DSC BS1: Practices) 
Levene's Test 
for Equality 
of Variances t-test for Equality of Means 
F Sig. t df 
Sig. 
(2-tailed)
Mean 
Difference
Std. Error 
Difference 
95% Confidence Interval 
of the Difference 
 
  
  
  
  
                Lower Upper 
MEANS Equal variances 
assumed 
.182 .676 -1.052 14 .311 -.2725 .25896 -.82790 .28292
  Equal variances 
not assumed 
  -1.060
13.37
4
.308 -.2725 .25708 -.82631 .28133
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Case Study 2(MC2, DSC BC2 and DSC BS2) 
From the Table 6.4.9, it shows that the mean of organizational culture strength of 
the MC2 differ significantly from “3” (neutral) at the p<0.05 level. In addition, the 
mean is only 2.6 (refer to the Table 6.4.3, page 70) which is less than “3” (neutral). 
Therefore, the MC2’s organizational culture is defined as strong again. 
 
For the result between the MC2 and the DSC BC2, the significance (equal 
variance estimate) of the means of the Values and the Practices are 0.465 (Table 
6.4.10) and 0.703 (Table 6.4.11) respectively which are not significantly different at 
the p < 0.05 level. It shows that the Values and the Practices between the MC2 and the 
DSC BC2 do not differ significantly.  
 
For the result between the MC2 and the DSC BS2, the significance (equal 
variance estimate) of the means of the Values and the Practices are 0.232 (Table 
6.4.12) and 0.945 (Table 6.4.13) respectively which are not significantly different at 
the p < 0.05 level. Again, it shows that the Values and the Practices between the MC2 
and the DSC BS2 do not differ significantly.  
 
For the case study 2, the result is the same as that of the case study 1 which does 
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not reject the Hypothesis I. When the organizational culture strength of the MC2 is 
strong, the differences of the Values and the Practices between the MC2 and the DSC 
BC2, and between the MC2 and the DSC BS2 are insignificantly different. 
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Table 6.4.9 One-Sample t Test (MC2: Organizational Culture Strength) 
Test Value = 3 
95% Confidence Interval of 
the Difference 
 t df Sig. (2-tailed) Mean Difference Lower Upper 
VAR00011 -4.305 11 .* * 001 -.4048 -.6117 -.1978 
  
Table 6.4.10 Independent-Samples t Test (MC2 and DSC BC2: Values) 
Levene's Test 
for Equality 
of Variances t-test for Equality of Means 
F Sig. t df 
Sig. 
(2-tailed)
Mean 
Difference
Std. Error 
Difference 
95% Confidence Interval 
of the Difference 
 
  
  
  
  
                Lower Upper 
MEANS Equal variances 
assumed 
.837 .375 .750 15 .465 .1618 .21562 -.29778 .62139
  Equal variances 
not assumed 
  .918 12.351 .376 .1618 .17629 -.22110 .54471
 
Table 6.4.11 Independent-Samples t Test (MC2 and DSC BC2: Practices) 
Levene's Test 
for Equality 
of Variances t-test for Equality of Means 
F Sig. t df 
Sig. 
(2-tailed)
Mean 
Difference
Std. Error 
Difference 
95% Confidence Interval 
of the Difference 
 
  
  
  
  
                Lower Upper 
MEANS Equal variances 
assumed 
.060 .810 .389 15 .703 .1435 .36863 -.64220 .92924
  Equal variances 
not assumed 
  .395 7.809 .703 .1435 .36298 -.69710 .98414
 
* * represents significant difference
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 Table 6.4.12 Independent-Samples t Test (MC2 and DSC BS2: Values) 
Levene's Test 
for Equality 
of Variances t-test for Equality of Means 
F Sig. t df 
Sig. 
(2-tailed)
Mean 
Difference
Std. Error 
Difference 
95% Confidence Interval 
of the Difference 
 
  
  
  
  
                Lower Upper 
MEANS Equal variances 
assumed 
.394 .539 1.242 16 .232 .2535 .20405 -.17910 .68604
  Equal variances 
not assumed 
  1.396 13.711 .185 .2535 .18160 -.13678 .64373
 
Table 6.4.13 Independent-Samples t Test (MC2 and DSC BS2: Practices) 
Levene's Test 
for Equality 
of Variances t-test for Equality of Means 
F Sig. t df 
Sig. 
(2-tailed)
Mean 
Difference
Std. Error 
Difference 
95% Confidence Interval 
of the Difference 
 
  
  
  
  
                Lower Upper 
MEANS Equal variances 
assumed 
.412 .530 -.070 16 .945 -.0231 .33151 -.72593 .67963
  Equal variances 
not assumed 
  -.075 12.087 .942 -.0231 .30993 -.69789 .65159
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Case Study 3 (MC3, DSC BC3 and DSC BS3) 
From the Table 6.4.14, it shows that the organizational culture strength of the 
MC3 differ significantly from “3” (neutral) at the p<0.05 level. In addition, the mean 
of organizational culture strength of the MC3 is 2.57 (refer to the Table 6.4.3, page 70) 
which is less than “3” (neutral). It is the same as the MC1 and the MC2. The MC3’s 
organizational culture is also viewed as a strong culture. 
 
For the result between the MC3 and the DSC BC3, the significance (equal 
variance estimate) of the means of the Values and the Practices are 0.503 (Table 
6.4.15) and 0.631 (Table 6.4.16) respectively which are not significantly different at 
the p < 0.05 level. It shows that the Values and the Practices between the MC3 and the 
DSC BC3 do not differ significantly.  
 
However, the result between the MC3 and the DSC BS3 is out of expectation.  
The significance values of Levene’s test are 0.043 and 0.047 from the Table 6.4.17 
and Table 6.4.18 which show significant differences (p<0.05). Thus, the unequal 
variance estimate should be used. The significance of the means of the Values and the 
Practices are 0.044 (Table 6.4.17) and 0.008 (Table 6.4.18) respectively which are 
significantly different at the p < 0.05 level. It means that the Values and the Practices 
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between the MC3 and the DSC BS3 differ significantly. It rejects the Hypothesis I. 
 
For the case study 3, the result between the MC3 and the DSC BC3 do not reject 
the Hypothesis I but the result between the MC3 and the DSC BS3 rejects it. The 
organizational culture strength of the MC3 is strong but the differences of the Values 
and the Practices between the MC3 and the DSC BS3 are still significant.  
 
As the staff of the Sub-contractors is not the direct staff of the Main Contractors, 
it is true that the link of understanding the organizational cultures of the Main 
Contractors by them may not be well established. That is one of the explanations for 
the significantly differences in cultures between the MC3 and the DSC BS3. However, 
it is not sufficient for explaining why the result is not inconsistent with others in the 
case study 1 and case study 2. Some other reasons are suggested to explain why the 
result between the MC3 and the DSC BS3 is different from other results. 
 
First, the staff of DSC BS3 has received the least formal education compared 
with the staff of other organizations (refer to the Table 6.2.1, page 56) which is only 
12.6 years per person in average. The researchers (Schein 1992, Rousseau 1990, Ng 
1995 and Hofstede et al. 1990) classify the organizational culture into different levels 
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but they seldom determine the factors affecting the staff of an organization to 
understand the level of the organization culture. Rousseau (1990) mentions that the 
deepest and most subjective elements of culture are the hidden assumptions which 
may not be fully understood even by members. Thus, the years of receiving formal 
education may be one of the factors affecting the realization of the organizational 
culture. The years of receiving formal education by the staff of the DSC BS3 are quite 
short. The realization of the complex organizational culture of the MC3 by them may 
be affected adversely by their low educational level. So, they may still stay at the 
surface level of the organizational culture of the MC3 such as artifacts (Schein 1992 
and Rousseau 1990) or symbols (Hofstede 2001) but the staff of the MC3 may already 
be at the deeper level such as assumptions (Rousseau 1990) or values (Hofstede 
2001). 
 
In addition, Schein (1992) believes that if the observer lives in the organization 
long enough, the meanings of artifacts gradually become clear. It implies that the 
understanding of the organizational culture may depend on how long the staff works 
in the company. However, each staff of the DSC BS3 only stays in the company for 
1.8 years in average (refer to the Table 6.2.1, page 56) which is the second least 
compared with other companies. Therefore, the staff may be able to realize the 
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organizational culture of their own company (DSC BC3) but they may not well 
understand the organizational culture of the MC3 due to the constraint of time. 
 
Furthermore, the organizational culture strength of the DSC BS3 is the second 
strongest (refer to the Table 6.4.3, page 70). Its strength (2.47) is even stronger than 
the organizational culture strength of the MC3 (2.57). As the organizational culture 
strength of DSC BS3 is so strong, it may be more resistant to change its 
organizational culture to adapt the Values and the Practices of the Main Contractors. 
That is why the differences of the Values and the Practices between the MC3 and the 
DSC BS3 are significant.  
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Table 6.4.14 One-Sample t Test (MC3: Organizational Culture Strength) 
Test Value = 3 
95% Confidence Interval of 
the Difference 
 t df Sig. (2-tailed) Mean Difference Lower Upper 
VAR00012 -4.628 12 * * .001 -.4341 -.6384 -.2297 
  
Table 6.4.15 Independent-Samples t Test (MC3 and DSC BC3: Values) 
Levene's Test 
for Equality 
of Variances t-test for Equality of Means 
F Sig. t df 
Sig. 
(2-tailed)
Mean 
Difference
Std. Error 
Difference 
95% Confidence Interval 
of the Difference 
  
  
  
  
  
                Lower Upper 
MEANS Equal variances 
assumed 
.462 .506 .683 18 .503 .1218 .17825 -.25270 .49629
  Equal variances 
not assumed 
  .726 14.673 .479 .1218 .16781 -.23658 .48017
 
Table 6.4.16 Independent-Samples t Test (MC3 and DSC BC3: Practices) 
Levene's Test 
for Equality 
of Variances t-test for Equality of Means 
F Sig. t df 
Sig. 
(2-tailed)
Mean 
Difference
Std. Error 
Difference 
95% Confidence Interval 
of the Difference 
  
  
  
  
  
                Lower Upper 
MEANS Equal variances 
assumed 
3.106 .095 .488 18 .631 .1349 .27643 -.44584 .71568
  Equal variances 
not assumed 
  .434 9.101 .674 .1349 .31063 -.56658 .83642
  
* * represents significant difference 
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Table 6.4.17 Independent-Samples t Test (MC3 and DSC BS3: Values) 
Levene's Test 
for Equality 
of Variances t-test for Equality of Means 
F Sig. t df 
Sig. 
(2-tailed)
Mean 
Difference
Std. Error 
Difference 
95% Confidence Interval 
of the Difference 
 
  
  
  
  
                Lower Upper 
MEANS Equal variances 
assumed 
4.825 .043 1.423 16 .174 .2635 .18509 -.12891 .65584
  Equal variances 
not assumed 
  2.204 14.837 * * 0.44 .2635 .11955 .00840 .51852
 
Table 6.4.18 Independent-Samples t Test (MC3 and DSC BS3: Practices) 
Levene's Test 
for Equality 
of Variances t-test for Equality of Means 
F Sig. t df 
Sig. 
(2-tailed)
Mean 
Difference
Std. Error 
Difference 
95% Confidence Interval 
of the Difference 
  
  
  
  
  
                Lower Upper 
MEANS Equal variances 
assumed 
4.635 .047 2.012 16 .061 .4667 .23196 -.02506 .95839
  Equal variances 
not assumed 
  3.021 15.688 * * .008 .4667 .15445 .13871 .79462
 
* * represents significant difference
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Case Study 4 (MC4, DSC BC4 and DSC BS4) 
The organizational culture strength of the MC1, MC2 and MC3 are also strong 
but that of the MC4 is different from them. From the Table 6.4.19, the mean of 
organizational culture strength of the MC4 is only 3.02 (refer to the Table 6.4.3, page 
70) and it does not differ significantly from “3” (neutral). The MC4’s organizational 
culture is not a strong culture. 
 
For the result between the MC4 and the DSC BC4, the significance (equal 
variance estimate) of the mean of the Values is 0.07 (Table 6.4.20) which is only 
marginally significant difference (0.05< p <0.1). If unequal variance estimate is used 
(slightly less powerful than the equal variance estimate), the significance of the mean 
of Values is 0.038 (Table 6.4.20) which is significant difference at the p<0.05 level. 
For the significance of the mean of the Practices, unequal variance estimate is used 
because the significance value (0.048) of Levene’s test for equality of variances 
(Table 6.4.21) is significant difference (p<0.05). The significance (unequal variance 
esimtate) of the mean of the Practices is 0.049 which is significant difference at the 
p<0.05 level. It shows that the Values and the Practices between the MC4 and the 
DSC BC4 differ significantly. 
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For the result between the MC4 and the DSC BS4, the significance (equal 
variance estimate) of the means of the Values and the Practices are 0.055 (Table 
6.4.22 and Table 6.4.23) which are only marginally significant difference (0.05< p 
<0.1). If unequal variance estimates are used, the significance of the means of the 
Values and the Practices are 0.045 and 0.046 (Table 6.4.33 and Table 6.4.35) 
respectively which are significant difference at the p<0.05 level. The result is similar 
to that between the MC4 and the DSC BS4. The Values and the Practices between the 
MC4 and the DSC BS4 also differ significantly. 
 
After investigating the case study 4, it cannot reject the Hypothesis II. When the 
organizational culture strength of the MC4 is not strong, the differences of the Values 
and the Practices between the MC4 and the DSC BC4, and between the MC4 and the 
DSC BS4 are significantly different. The Table 6.4.24 and Table 6.4.25 show which 
elements of the Values and dimensions of the Practices are significant differences 
between the MC4 and the DSC BC4, and between the MC4 and the DSC BS4. It finds 
that the goals of the Values, the D3 (parochial vs. professional), the D5 (loose control 
vs. tight control) and the D6 (normative vs. pragmatic) are significant differences 
or/and marginally significant differences. Other elements and dimensions do not differ 
significantly at all. As Deal and Kennedy (1982) state that when the culture of the 
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organization is very strong and cohesive, everyone knows the goals of the corporation, 
and they are working for them. It is not surprised to find that the goals of the Values 
are significant differences. In addition, it is reasonable that these dimensions are 
significant differences. A lot of staff of the Main Contractors is professional while the 
Sub-contractors are parochial. The control of the Main Contractors is tight while the 
control of the Sub-contractors is comparatively loose. The working style of the Main 
Contractors is normative but it is pragmatic for the Sub-contractors 
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Table 6.4.19 One-Sample t Test (MC4: Organizational Culture Strength) 
Test Value = 3 
95% Confidence Interval of 
the Difference 
  t df Sig. (2-tailed) Mean Difference Lower Upper 
VAR00001 .169 9 .870 .0214 -.2657 .3085 
 
Table 6.4.20 Independent-Samples t Test (MC4 and DSC BC4: Values) 
Levene's Test 
for Equality 
of Variances t-test for Equality of Means 
F Sig. t Df 
Sig. 
(2-tailed)
Mean 
Difference
Std. Error 
Difference 
95% Confidence Interval 
of the Difference 
  
  
  
  
  
                Lower Upper 
MEANS Equal variances 
assumed 
.364 .558 1.987 12 * .070 .4167 .20965 -.04012 .87345
  Equal variances 
not assumed 
  2.425 9.006 * * .038 .4167 .17185 .02795 .80538
 
Table 6.4.21 Independent-Samples t Test (MC4 and DSC BC4: Practices) 
Levene's Test 
for Equality 
of Variances t-test for Equality of Means 
F Sig. t df 
Sig. 
(2-tailed)
Mean 
Difference
Std. Error 
Difference 
95% Confidence Interval 
of the Difference 
  
  
  
  
  
                Lower Upper 
MEANS Equal variances 
assumed 
4.869 .048 1.433 12 .177 .4306 .30052 -.22422 1.08534
  Equal variances 
not assumed 
  2.218 10.724 * * .049 .4306 .19415 .00190 .85921
 
*  represents marginally significant difference 
* * represents significant difference 
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 Table 6.4.22 Independent-Samples t Test (MC4 and DSC BS4: Values) 
Levene's Test 
for Equality 
of Variances t-test for Equality of Means 
F Sig. t df 
Sig. 
(2-tailed)
Mean 
Difference
Std. Error 
Difference 
95% Confidence Interval 
of the Difference 
  
  
  
  
  
                Lower Upper 
MEANS Equal variances 
assumed 
.725 .407 2.069 16 * .055 .3229 .15605 -.00790 .65374
  Equal variances 
not assumed 
  2.179 15.243 * * .045 .3229 .14817 .00755 .63829
 
Table 6.4.23 Independent-Samples t Test (MC4 and DSC BS4: Practices) 
Levene's Test 
for Equality 
of Variances t-test for Equality of Means 
F Sig. t df 
Sig. 
(2-tailed)
Mean 
Difference
Std. Error 
Difference 
95% Confidence Interval 
of the Difference 
  
  
  
  
  
                Lower Upper 
MEANS Equal variances 
assumed 
1.317 .268 2.067 16 * .055 .4931 .23848 -.01250 .99862
  Equal variances 
not assumed 
  2.170 15.446 * * .046 .4931 .22724 .00991 .97620
 
*  represents marginally significant difference 
* * represents significant difference 
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Table 6.4.24 (MC4 and DSC BC4: Elements and Dimensions) 
 Levene’s Test for 
Equality of 
Variances (Sig,) 
Equal variances 
assumed 
Equal variances 
not assumed 
Goals 0.712 0.017 * * 0.019 
Beliefs 0.280 0.240 0.124 
D1 0.089 1.000 1.000 
D2 0.141 0.287 0.127 
D3 0.397 0.158 0.089 * *  
D4 0.908 0.412 0.473 
D5 0.283 0.062 * 0.024 * * 
D6 0.153 0.115 0.041 * * 
 
 
Table 6.4.25 (MC4 and DSC BS4: Elements and Dimensions) 
 Levene’s Test for 
Equality of 
Variances (Sig,) 
Equal variances 
assumed 
Equal variances 
not assumed 
Goals 0.771 0.016 * * 0.016 
Beliefs 0.186 0.239 0.211 
D1 0.370 0.174 0.157 
D2 0.350 0.115 0.100 
D3 0.475 0.013 * * 0.010 
D4 0.194 0.682 0.671 
D5 0.067 0.026 * * 0.020 
D6 0.326 0.083 * 0.071 
 
* represents marginally significant difference 
* * represents significant difference 
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Summary of the Four Case Studies 
 In the first two case studies, the results do not reject the Hypothesis I. As the 
staff of the Sub-contractors is not the direct staff of the Main Contractors, the link of 
understanding the organizational cultures of the Main Contractors may not be well 
established. Nevertheless, the differences of the Values and the Practices between the 
Main Contractors and the Sub-contractors are not significantly different when the 
Main Contractors have strong organizational cultures 
 
However, the case study 3 rejects the Hypothesis I. Although the organizational 
culture strength of the MC3 is strong, the organizational cultures in terms of the 
Values and the Practices are significantly different between the MC3 and the DSC 
BS3. Some factors are suggested to explain why the result of case study 3 rejects the 
Hypothesis I. The factors include the years of receiving formal education, years in the 
organization and organizational culture strength of the Sub-contractors which have 
been discussed in case study 3. 
 
In the case study 4, the results do not reject the Hypothesis II. As the 
organizational culture strength of the MC4 is not strong, the differences of the Values 
and the Practices between the MC4 and the DSC BC4, and between the MC4 and the 
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DSC BS4 are significantly different. Among all the elements and dimensions, the 
goals of the Values, the D3 (parochial vs. professional), the D5 (loose control vs. tight 
control) and the D6 (normative vs. pragmatic) are significant differences or/and 
marginally significant differences. As some of them are just only marginally 
significant differences. It is suggested to invite more organizations with weak 
organizational cultures to be investigated in order to further test the Hypothesis II.  
 
To conclude, the Hypothesis I and Hypothesis II are not rejected by the results of 
t-tests between the Main Contractors and the Sub-contractors for building 
construction. However, the Sub-contractor for building services rejects the Hypothesis 
I in the case study 3.  
 
6.5 Regression Models and Correlation 
In many investigations, the main goal is to establish relationships which make it 
possible to predict one or more variables in terms of others. The problem of predicting 
the average value of one variable in terms of the known values of other variables is 
called the problem of regression. In order to test the hypothesis III (If the 
organizational culture strength of Main Contractor increases, the differences in 
organizational cultures between the Main Contractor and its Sub-contractors would 
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decrease.), simple regression analysis is carried out to examine the potential 
relationship between the organizational culture strength and the culture differences. 
The equations of regression are written as: 
 
(1) C. D. (DSC BC) = A0 + A1 * MCS + error 
(2) C. D. (DSC BS) = A0 + A1 * MCS + error 
 
? C.D. (DSC BC): The culture differences in terms of the Values and the Practices 
between the Main Contactors (MC) and the Sub-contractors for building 
construction (DSC BC).  
? C.D. (DSC BS): The culture differences in terms of the Values and the Practices 
between the MC and the Sub-contractors for building services (DSC BS). 
? A0 and A1 are parameter estimates (regression coefficients). 
? MCS are the organizational culture strength of the Main Contractors. 
 
The culture differences are calculated by simply comparing the means of the 
Values and the Practices between the Main Contractors and the Sub-contractors. The 
Table 6.5.1 and Table 6.5.2 show the results of regression analysis about the culture 
differences between the Main Contractor and the Sub-contractor for building 
construction. The high multiple R-value (0.807) indicates a strong relationship 
between the organizational culture strength of the Main Contractors and the culture 
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differences. An R-square value of 0.652 indicates that 65.2% of the variance in the 
culture differences is accounted for by organizational culture strength of the Main 
Contractors. The variable MCS is found to be positive and highly significant at the 
p<0.05 level. This output shows that there is a significant linear relationship between 
the organizational culture strength and the culture differences such that decreasing 
value of organizational culture strength (increase of the strength) of the Main 
Contractor results in smaller culture differences between the Main Contractors and the 
Sub-contractors for building construction. This result does not reject the Hypothesis 
III.  
 
However, the result of regression analysis between the Main Contractors and the 
Sub-contractors for building services rejects the Hypothesis III. Although the output 
(Table 6.5.3 and Table 6.5.4) shows that there is a linear relationship between the 
organizational culture strength and the culture differences, the significance value of 
coefficient is 0.204 (p>0.05) which means that the relationship is not significant at all.  
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Table 6.5.1 Model Summary : C.D. (MC & DSC BC) 
Change Statistics 
Model 
  
R 
  
R Square 
  
Adjusted R 
Square 
  
Std. Error 
of the 
Estimate 
  
R Square 
Change F Change df1 df2 
Sig. F 
Change 
1 .807 .652 .594 .07630 .652 11.229 1 6 .015
 
Table 6.5.2 Coefficients : C.D. (MC & DSC BC) 
Model   
Unstandardized 
Coefficients 
Standardized 
Coefficients t Sig. 95% Confidence Interval for B 
    B Std. Error Beta     Lower Bound Upper Bound
1 (Constant) -.739 .291  -2.541 .044 -1.450 -.027
  MCS .368 .110 .807 3.351 .015 .099 .638
 
 
Table 6.5.3 Model Summary : C.D. (MC & DSC BS) 
Change Statistics 
Model 
  
R 
  
R Square 
  
Adjusted R 
Square 
  
Std. Error 
of the 
Estimate 
  
R Square 
Change F Change df1 df2 
Sig. F 
Change 
1 .503 .253 .129 .14798 .253 2.035 1 6 .204
 
Table 6.5.4 Coefficients : C.D. (MC & DSC BS) 
Model   
Unstandardized 
Coefficients 
Standardized 
Coefficients t Sig. 95% Confidence Interval for B 
    B Std. Error Beta     Lower Bound Upper Bound
1 (Constant) -.523 .564  -.928 .389 -1.903 .856
  MCS .304 .213 .503 1.426 .204 -.218 .826
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In order to confirm the result of regression model, a Bivariate Correlation is used 
to designate a simple correlation between two variables: (1) the culture differences 
between the Main Contractors and the Sub-contractors and (2) the organizational 
culture strength of the Main Contractors. A correlation is frequently called the Pearson 
product-moment correlation or the Pearson r which range from +1 to -1. A positive 
(0<r<1) correlation indicates that as the value of one variable increases, the value of 
the other variable also tends to increase. The closes the correlation value is to 1, the 
stronger is that tendency; and the closer the correlation value is to 0, the weaker is that 
tendency. A negative (-1< r <0) correlation indicates a relation in which as one 
variable increases the other variable has a tendency to decrease. The closer the 
correlation value is to -1, the stronger is that tendency. The closer the correlation 
value is to 0, the weaker is that tendency. The Table 6.5.5 and Table 6.5.6 show the 
results of correlation between the culture differences and the organizational culture 
strength of the Main Contractors. 
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Table 6.5.5 Correlations (MC & DSCBC) 
    CD MCS 
Culture 
Differences 
Between MC and DSCBS
Pearson Correlation
1 .807(*)
  Sig. (2-tailed) .  * *.015
  N 8 8
Organizational 
Culture Strength 
Of the Main Contractors 
Pearson Correlation
.807(*) 1
  Sig. (2-tailed) .015 .
  N 8 8
*  Correlation is significant at the 0.05 level (2-tailed). 
* * represent significantly difference 
 
 
Table 6.5.6 Correlations (MC & DSCBS) 
    CD MCS 
Culture 
Differences 
Between MC and DSCBC 
Pearson Correlation
1 .503
  Sig. (2-tailed) . .204
  N 8 8
Organizational 
Culture Strength 
Of the Main Contractors 
Pearson Correlation
.503 1
  Sig. (2-tailed) .204 .
  N 8 8
 
 
From the Table 6.5.5, the Pearson Correlation (r=0.807) shows a strong positive 
relationship between two variables and it is significant at the p<0.05 level. It indicates 
that as the values of organizational culture strength of the Main Contractors decrease 
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(increase of the strength), the culture differences between the Main Contractors and 
the Sub-contractors for building construction also tend to decrease. It complies with 
the result of regression analysis. 
 
However, from the Table 6.5.6, the result between the Main Contractors and the 
Sub-contractors for building services shows that the significant value (0.207) is not 
significant at the p<0.1 level. It is also the same as the result of regression analysis 
that there is no strong influence of the organizational culture strength of the Main 
Contractors to the culture differences between the Main Contractors and the 
Sub-contractors for building services. 
 
6.6 Chinese’s value 
Schein (1984) develops that organizational culture is the pattern of basic 
assumptions that a given group has invented and discovered in learning to cope with 
its problems of external adaptation and internal integration. As the organizations 
usually operate under various external environment and internal organization, it is 
reasonably expected that the organizational cultures may not be similar in different 
organizations, industries and even countries. In the Chinese society, many Chinese are 
concerned with practical benefit rather than their titles. In this study, two questions are 
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included in the questionnaire survey to examine the existence of Chinese’s value in 
the construction industry. One question is about the “practical benefit” which asks 
about the importance of salary and remuneration and another one is about the 
importance of title and position in the organizations. From the Table 6.4.1 (page 68), 
the mean of “practical benefit” is 1.69 and the mean of “title” is 2.32. It shows that the 
former one is more important than the latter one. In addition, the t-test result (Table 
6.6.1) further confirms that the “practice benefit” is significant difference from the 
“title” at the p<0.01 level. It concludes that the employees in the construction industry 
are concerned with “practical benefit” rather than “title” in the organization.  
 
 
Table 6.6.1 Chinese’s value 
Levene's Test 
for Equality 
of Variances t-test for Equality of Means 
F Sig. t df 
Sig. 
(2-tailed)
Mean 
Difference
Std. Error 
Difference 
95% Confidence Interval 
of the Difference 
 
  
  
  
  
                Lower Upper 
MEANS Equal variances 
assumed 
.498 .481 6.548 178 .000 .6333 .09673 .44245 .82422
  Equal variances 
not assumed 
  6.548 175.81 .000 .6333 .09673 .44244 .82423
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By comparing the organizational structures of contractors with that of other 
companies like developers and banks, the organizational structures of many Main 
Contractors and Sub-contractors are less hierarchal at different ranks. It may cause 
less competition of power and authority between the staff within an organization. 
Therefore, “title” may not be the most significant for them. In addition to the heavy 
workload, poor working environment and dangerous working conditions in 
construction site, it is not surprised to find that the employees are more concerned 
with practical benefit rather than “title” in the construction industry. Furthermore, if 
more sub-contracting levels are involved, more parties would share the profits. 
Especially for the slump of the construction industry, it is probably that the 
Sub-contractors cannot get enough profit to survive. That is why practical benefit is 
more significant than “title” for the employees in the construction industry from the 
research result. 
 
 As practical benefit is identified to be more important than title for the 
employees in construction industry, the employer should be aware of the importance 
of salary and remuneration of employees. After 1997, the number of construction 
projects markedly decrease. In order to win the tender, many Main Contractors bid the 
tender at a low price. Meanwhile, the Sub-contractors are inevitable to adjust the 
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tender price at a very low or even unreasonable price to get the sub-contracts. As 
every Main Contractor and Sub-contractor must maximize the profit, the quality of 
building must be affected adversely under the condition of decreasing tender price.  
When there is not sufficient money for the Sub-contractors to carry out their works, 
the materials used and workmanship must not be the best. When the quality of 
product lowers down, it is clear that the ultimate loser is the employer himself. In fact, 
many cases of short piling in the past years already showed the seriousness of the 
quality problem. The majority of these cases were involved in the problem of 
corruption. It further confirms that the significance of practical benefit in the Chinese 
society especially for the employees in the construction industry. It may be one of the 
reasons to explain why the corruption is so common in the construction industry in 
Hong Kong. Therefore, when the employees are not satisfied with the practical benefit, 
the employees may corrupt and the quality of product is probably affected adversely. 
Thus, the Main Contractors should give sufficient money to satisfy the requirement of 
practical benefits of the Sub-contractors if possible. Otherwise, the quality of building 
is difficult to reach a good standard. 
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6.7 Conclusions of Findings and Discussion 
 From the results of t-test, regression analysis and Bivariate Correlation, it can be 
concluded that the Hypothesis I, Hypothesis II and Hypothesis III are not rejected by 
the findings between the Main Contractors and the Sub-contractors for building 
construction. However, the Hypothesis I and Hypothesis III are rejected by the results 
between the Main Contractors and the Sub-contractors for building services.  
 
Apart from the weak link of understanding the organizational cultures of the 
Main Contractors by the Sub-contractors, the years of receiving formal education, 
years in the organization and organizational culture strength of the Sub-contractors 
may also be the possible factors to affect the culture differences between the Main 
Contractors and the Sub-contractors. When the organizational cultures of the Main 
Contractors are weak, some elements and dimensions are particularly significant 
differences including the goals of the Values, the D3 (parochial vs. professional), the 
D5 (loose control vs. tight control) and the D6 (normative vs. pragmatic). 
Furthermore, the results of regression models and Bivariate Correlation show that 
increasing organizational cultures strength of the Main Contractors result in 
decreasing culture differences between the Main Contractors and the Sub-contractors 
for building construction. In addition, it is found that the employees are more 
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concerned with practical benefit rather than “title” in the construction industry. Less 
power competition, heavy workload, poor working environment and unsafe working 
conditions in the construction site may be the possible factors to lead to this 
phenomenon in the construction industry. As the tender price has been decreasing, the 
Sub-contractors may not be satisfied with their practical benefit. The Main 
Contractors should be alert that it may affect the quality of product.  
 
From these findings, when a Main Contractor develops strong organizational 
culture, the organizational cultures of the Sub-contractors may be closer or similar to 
that of the Main Contractor. However, it is reminded that some other factors 
mentioned above may affect this relationship. In this study, it only successfully proves 
the influence of strong organizational cultures of the Main Contractors to the culture 
differences between the Main Contractors and the Sub-contractors for building 
construction. Actually, the Sub-contractors for building services usually cooperate 
with the Main Contractors at the later stage of construction period but the 
Sub-contractors for building construction usually cooperate with the Main Contractors 
starting from the commence of building construction. It may be the reason why the 
Hypothesis I and Hypothesis III are rejected by the results between the Main 
Contractors and the Sub-contractors for building services. It is common that a 
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construction project lasts for a few years. As Schein (1992) believes that if the 
observer lives in the organization long enough, the meanings of artifacts gradually 
become clear, it implies that the understanding of organizational culture may depend 
on how long the staff works in the company. As the Sub-contractors for building 
construction usually cooperate with the Main Contractors starting from the commence 
of building construction, the level and period of cooperation between them are most 
likely to be deep and long. Thus, it is not surprised that this kind of Sub-contractors is 
highly affected by the organizational cultures of the Main Contractors under the 
closely cooperating relationship while the Sub-contractor for building services is 
lesser affected due to shallower degree of co-operation. 
 
Peters and Waterman (1982) state that organizational culture might be managed, 
controlled and intentionally changed. So, the Sub-contractors may change their 
organizational cultures intentionally to suit or match with the cultures of the Main 
Contractors. Apart from the purpose of keeping long and stable relationship with the 
Main Contractors, most of the Sub-contractors would avoid disputes as possible 
because of their less bargaining power in terms of financial power. Thus, they must 
try to minimize the disputes by complying with the instructions and adapting the 
working style of the Main Contractors. Under this circumstance, the Sub-contractors 
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would be easily affected by the Values of the Main Contractors. They would also learn 
the Practices of the Main Contractors provided that the organizational cultures of the 
Main Contractors are strong. When the organizational cultures of the Main 
Contractors are strong, it is easy for the Sub-contractors to observe, learn and adapt 
them to become their “localized” organizational cultures. 
 
Meanwhile, the Main Contractors are possible to control and manage the 
organizational cultures of the Sub-contractors. Based on the findings in this study, it is 
at least applicable for controlling the organizational cultures of the Sub-contractors 
for building construction. Therefore, the Main Contractors should develop their own 
strong organizational cultures and pass them to the Sub-contractors. It may be helpful 
to minimize the number of disputes between the parties in the construction sites 
because of their similar cultures. The cooperation between them would be smooth and 
the chance of extension of time must be partly reduced. It may also enhance the 
performance of the Sub-contractors as well if the organizational cultures of the 
Sub-contractors are strong too after adapting the strong organizational cultures of the 
Main Contractors. Therefore, the Main Contractors should make use of the influence 
of their organizational cultures to the Sub-contractors. The development of strong 
organizational cultures of the Main Contractors is beneficial not only for the 
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employees, but also the Sub-contractors after localizing the cultures into the 
Sub-contractors. 
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                             CHAPTER 7 
CONCLUSIONS 
 
7.1 Introduction 
 This chapter summarizes and concludes the research findings which have been 
discussed before. The limitations of this study are identified, and some directions and 
advice are suggested for further research. 
 
7.2 General Conclusions 
This study focuses on the influence of organizational culture strength of the Main 
Contractors to the culture differences between the Main Contractors and the 
Sub-contractors. The organizational culture was investigated by assessing the Values 
and the Practices of the staff of the Main Contractors and the Sub-contractors  
 
The analysis was divided into two components. First, the results between the 
Main Contractors and the Sub-contractors for building construction do not reject the 
Hypothesis I, Hypothesis II and Hypothesis III. From the results of t-test, when the 
organizational culture strength of the Main Contractors is strong, the Values and the 
Practices are not significant differences between the Main Contractors and the 
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Sub-contractors for building construction (Hypothesis I). On the contrary, when the 
organizational culture strength of the Main Contractors is not strong, the differences 
of the Values and the Practices are significant (Hypothesis II). In addition, the results 
of the regression models and correlation analysis show that there is a significant linear 
relationship between the organizational culture strength and the culture differences 
such that decreasing value of organizational culture strength (increase of the strength) 
of the Main Contractor results in minimizing the culture differences between the Main 
Contractors and the Sub-contractors for building construction (Hypothesis III). 
 
However, the results of second component are between the Main Contractors and 
the Sub-contractors for building services which do not reject the Hypothesis II only. 
Although the organizational culture of the Main Contractor is strong in the case study 
3, the culture difference between the Main Contractor and the Sub-contractor for 
building services is still significant difference. The reason of inconsistent result may 
be attributed to the level and period of cooperation between the Sub-contractors and 
the Main Contractors. The Sub-contractors for building services usually cooperate 
with the Main Contractors at the later stage of construction period. As the 
Sub-contractors for building construction usually cooperate with the Main Contractors 
starting from the commence of building construction, the level and period of 
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cooperation between them are mostly likely to be deep and long. Under the closely 
cooperated relationship, the Sub-contractors for building construction are easily 
affected by the organizational cultures of the Main Contractors. Some other factors, 
including the years of receiving formal education, years in the organization and 
organizational culture strength of the Sub-contractors, are suggested to explain why 
the result between the MC3 and DSC BS3 is inconsistent with the results of others. 
However, further research is needed to examine these potential factors. 
 
As the Sub-contractors for building construction would be easily affected by the 
Values and the Practices of the Main Contractors under the close cooperation, the 
Main Contractors should develop strong organization cultures. It is easy for the 
Sub-contractors to observe, learn and adapt them to become their “localized” 
organizational cultures provided that the organization cultures of the Main 
Contractors are strong enough. Organizational culture is a powerful tool to manage 
the organization. The Main Contractors are possible to control and manage the 
organizational cultures of the Sub-contractors. It may be helpful to reduce the number 
of disputes between the parties in the construction sites because of their similar 
cultures. It may also enhance the performance of the Sub-contractors as well if the 
organizational cultures of the Sub-contractors are strong too after adapting the strong 
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organizational cultures of the Main Contractors. 
 
Finally, as there are less power competition, heavy workload, poor working 
environment and unsafe working conditions in the construction industry, it is not 
unexpected to find that people are more concerned with practical benefit rather than 
“title” in the construction industry. The Main Contractors should be alert that it may 
affect the quality of product adversely due to the low tender price in the past years 
causing insufficient practical benefit for the Sub-contractors. Thus, the Main 
Contractors should provide sufficient money for the Sub-contractors if possible. 
 
7.3 Limitations 
In order to examine the influence of organizational culture strength of the Main 
Contractors to the culture differences between the Main Contractors and the 
Sub-contractors, a quantitative approach was adopted in this study. This is one of the 
limitations that quantitative method can only collect the shallower contextual 
information comparing to qualitative approach. Some in-depth information may only 
be obtained by interviews especially for realizing the complex organizational culture. 
In addition, the sample size of four Main Contractors and eight Sub-contractors is too 
small in this study which is not sufficient for a reliable and comprehensive data 
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analysis. Thus, the findings of this study may not be able to fully reflect the situations 
in the construction industry. As there are a lot of Main Contractors and 
Sub-contractors in Hong Kong, only four case studies are not very conclusive. 
 
7.4 Further Research 
According to a respondent of the survey, most of employees are very pessimistic 
in the construction industry nowadays due to the slump of the industry. Their attitudes 
towards the organizational culture have been changed so much since the recession of 
property market in 1997. Therefore, a similar research can be carried out when the 
construction industry is boom again in Hong Kong. It may be interesting to compare 
the differences between boom period and slump period. However, it is suggested that 
qualitative method should be used together with quantitative method. Interviews are 
encouraged to be carried out to investigate the underlying assumptions within the 
organization and the complicated relationships of the organizational cultures between 
the Main Contractors and the Sub-contractors. Larger sample size is also necessary 
for quantitative method in order to give a conclusive and reliable result. 
 
In this study, there is no longitudinal analysis between the Sub-contractors. As 
different Sub-contractors sometimes cooperate with each other in a construction 
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project, further research should consider the relationship and mutual influence 
between them. In addition, it is suggested that to find some Sub-contractors which 
have cooperated with different Main Contractors. Since culture is learned and 
transmitted (Deal and Kennedy 1982), it aims to find out whether the organizational 
cultures of Sub-contractors would be changed to learn and adapt various 
organizational cultures of different Main Contractors. The result and analysis may be 
more conclusive as it can clearly show the influence of organizational cultures of 
different Main Contractor to the organizational culture of one Sub-contractor. 
 
Finally, the factors affecting the link of passing the organizational cultures from 
the Main Contractors to the Sub-contractors may be further investigated. The possible 
factors include the years of receiving formal education, years in the company and 
organizational culture strength of the Sub-contractors but further study has to be 
carried out to examine the possible factors and find out more potential factors. It is 
essential for establishing an effective link to localize the strong organizational cultures 
of the Main Contractors to be the organizational cultures of the Sub-contractors. 
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APPENDIX I 
Cover letter and Questionnaire 
 
Dear Sir/Madam, 
 
 I am a final year BSc. student from the Department of Real Estate and 
Construction of the University of Hong Kong. I am doing a research on the influence 
of organizational culture of Main Contractor to organizational culture of 
Sub-contractors in construction industry in Hong Kong.  
 
In order to carry out the research, members of Main Contractors and 
Sub-contractors are invited to complete the enclosed questionnaires about 
organizational culture. I merely want to discover your opinions and feelings. Your 
reply is extremely important for me to analyze the influence of organizational culture 
and do the research. All your information provided and responses will be held in the 
strictest confidence and only for academic purpose.  
 
Please take a few minutes of your valuable time to complete this survey. I am 
looking forward to hearing your reply.  
 
Yours faithfully, 
 
 
Shum Chun Pang 
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1. General questions 
Put a “ X ” inside the appropriate boxes. 
 
Q1: Are you 
47 Male (married) 
42 Male (unmarried) 
0 Female (married) 
1 Female (unmarried) 
 
Q2: How long have you been employed by this company? 
15 Less than one year 
47 One year to three years 
24 four years to seven years 
4 Eight years to fourteen years 
0 Fifteen years or longer 
 
Q3: How old are you? 
0 Under 20 
9 20 – 24 
29 25 – 29 
28 30 – 34 
17 35 – 39 
7 40 – 49 
0 50 – 59 
0 60 or over 
 
Q4: How many years of formal school education did you complete? 
2 10 years or less 
7 11 years 
13 12 years 
12 13 years 
28 14 years 
0 15 years 
17 16 years 
11 17 years or more 
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Q5: You are a member of  
44 Main Contractor  
     or 
---------- Domestic Sub-contractors for building services: 
0 Heating, ventilation and air-conditioning (HVAC) 
0- Fire services 
0 Water supply and drainage 
12 Electrical and mechanical services 
14 others 
     or 
---------- Domestic Sub-contractors for building construction: 
0 Concreting 
7 Steel blending 
0 Formworking 
4 Setting out 
9 others 
 
 
2. Values Survey 
(About your goals): 
People differ in what is important to them in a job. Here is a list of 
factors which people might want in their work. I am asking how 
important each of these is to you. 
  
Please think of an ideal job – disregarding your present job. In 
choosing an ideal job, how important is it to you to: 
O
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 1 2 3 4 5 
1. Have a job on which there is a great deal of day-to-day learning? 8 54 25 3 0 
2. Have an element of variety and adventure in the job? 10 51 26 3 0 
3. Get the recognition you deserve when you do a good job? 8 47 33 2 0 
4. Have training opportunities (to improve your skills or to learn new skills)? 10 42 29 9 0 
5. Have good physical working conditions (good ventilation and lighting, 
adequate work space, etc.)? 
9 51 25 5 0 
6. Have a good working relationship with your manager or direct superior? 6 52 26 6 0 
7. Fully use your skills and abilities on the job? 6 56 22 6 0 
8. Have a job which leaves you sufficient time for your personal or family life? 9 55 23 1 2 
9. Work in a congenial and friendly atmosphere? 16 47 22 4 1 
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10. Work with people who cooperate well with one another? 5 55 22 7 1 
11. *Have a high title or position in a company 7 51 28 4 0 
12. *Have an opportunity for high earnings, salary or remuneration 35 48 7 0 0 
*  Added questions for the values of Chinese 
 
(About general belief) 
These statements are not about the company as such, but rather 
about general issues in industry. Please indicate the extent to 
which you personally agree or disagree with each of these 
statements by your own opinion. St
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1. A corporation should have a major responsibility for the health and welfare of 
its employees and their immediate families. 
6 41 36 7 0 
2. Competition among employees usually does more harm than good. 4 46 38 2 0 
3. Employees in industry should participate more in the decisions made by 
management. 
4 48 36 2 0 
4. Decisions made by individuals are usually of higher quality than decisions 
made by groups. 
8 46 30 5 1 
5. A corporation should do as much as it can to help solve society’s problems 
such as pollution etc..   
5 44 36 5 0 
6. Most employees in industry prefer to avoid responsibility and have little 
ambition. 
6 55 20 9 0 
7. A good manager gives his employees detailed and complete instructions as to 
the way they should do their jobs 
6 59 21 4 0 
8. Most employees want to make a real contribution to the success of their 
company. 
9 50 24 7 0 
9. For getting ahead in industry, knowing influential people is usually more 
important than ability. 
8 41 32 9 0 
10. A large corporation is generally a more desirable place to work than a small 
company. 
8 45 34 3 0 
11. Even if an employee may feel he deserves a salary increase. He should not 
ask his manager for it. 
11 48 25 6 0 
12. Most people can be trusted.  8 55 24 3 0 
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3. Practices Survey 
 
With regard to each item, you will think about your environment: 
 
Where I work: 
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(1) process-oriented vs. results-oriented 1 2 3 4 5 
1. typical member fast and direct 6 48 31 5 0 
2. informal style of dealing with each other  6 43 35 6 0 
3. mistakes are tolerated 6 52 28 4 0 
(2) employee-oriented vs. job-oriented ---- ---- ---- ---- ----
4. organization only interested in work people do 6 42 35 7 0 
5. newcomers left to find own way 8 44 29 9 0 
6. no special tie with local community 9 44 32 5 0 
(3) parochial vs. professional ---- ---- ---- ---- ----
7. people’s private life is their own business 7 48 33 2 0 
8. job competence is only criterion in hiring people 10 40 29 9 2 
9. strong aware of competition 6 44 33 7 0 
(4) open system vs. closed system ---- ---- ---- ---- ----
10. only very special people fit in organization 7 44 31 8 0 
11. little attention to physical work environment 6 51 29 4 0 
12. new employees need more than a year to feel at home 5 49 31 5 0 
(5) loose control vs. tight control ---- ---- ---- ---- ----
13. everybody cost-conscious 5 48 30 7 0 
14. typical member well-groomed 6 54 23 7 0 
15. always speak seriously of organization and job 10 46 49 5 0 
(6) normative vs. pragmatic. ---- ---- ---- ---- ----
16. organization contributes little to society 11 42 27 9 1 
17. results more important than procedures 6 50 27 7 0 
18. never talk about the history of the organization 4 48 30 8 0 
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4. Strength of Organizational Culture 
Organizational culture strength  
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 1 2 3 4 5 
1. My behaviour in this organization is influenced by what the organization 
emphasis on. 
1 39 38 11 1 
2. I feel that I understand what my organization emphasizes on. 0 43 38 9 0 
3. I do not have to be in this organization very long to know the organization’s 
important people. 
0 44 35 10 1 
4. Stories handed down about this organization make it easier for me to do my job. 2 43 35 10 0 
5. I learned who the important people are in this organization through the stories 
passed on in the organization. 
1 50 28 11 0 
6. I know what behaviours or attitudes are acceptable in this organization through 
the stories passed on in the organization. 
1 47 22 19 1 
7. It seems that there are people that I am always hearing about. 3 45 27 13 2 
8. There are guidelines for how to interact with others in this organization. 4 46 22 18 0 
9. It is customary to act in certain ways in this organization. 6 43 34 7 0 
10. Successful employees are given wide publicity in this organization. 1 29 34 23 3 
11. There are important celebrative ceremonies in my organization to show our 
staff what kind of behaviour is valued and expected. 
3 39 33 12 3 
12. People let me know what the guidelines are in this organization. 10 40 30 10 0 
13. My organization’s cultures strongly influence my behaviour in this 
organization. 
1 41 34 13 1 
14. I believe that my organization has a strong culture. 8  41 33 8 0 
 
 
